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Abstract
Project management (PM) has long been recognized by the United States Department of the
Navy (DON) as a necessary function to manage the development of Naval assets. The DON also
recognizes the utility of human resources management (HRM) tools and techniques to support
the planning, estimation, acquisition, development, management, and control of project teams
within acquisition mission-oriented organizations of the DON. However, research indicates that
there is ineffective use of HRM tools and techniques by project managers which can result in the
potential for the integrity of the processes of a DON commissioned project to be adversely
impacted. Therefore, this study examined the perspectives of project managers, project team
members, and HRM practitioners within acquisition mission-oriented organizations of the DON
in order to gain an understanding why ineffective use of HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control DON project teams. A multi-site qualitative case
study research method and design was used to conduct this study. During this research personal
observations were made; unclassified public documents were reviewed; and open-ended
interviews were conducted with DON acquisition mission-oriented organizational project
managers and supervisory HR specialists. The research resulted in findings specific to project
manager and HR practitioner relationships, project manager and HR practitioner teamwork, and
the acquisition and utilization of resources to enable productive project manager and HR
practitioner relationships. During this research inferences for findings were discovered; as well,
recommendations for action and continued research were posited by the researcher. This case
study closes gaps in the DON PM and HRM bodies of knowledge, as well as expands the scope
of understanding for publicly revered PM and HRM bodies of knowledge.
Keywords: Acquisition workforce, HRM, PM, PRM, United States Navy
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Section 1: Foundation of the Study
The United States Department of the Navy (DON) relies on project management (PM)
processes to manage various projects that enable the United States Navy (USN) to meet mission
requirements. In order to manage the DON projects, human capital must be recruited, hired,
staffed, trained, developed, managed, and retained to facilitate the necessary PM processes that
enable the USN to meet mission requirements. Human resources (HR) is the necessary function
that must use human resources management (HRM) tools and techniques to empower human
capital with the ability to complete DON projects for the USN. The DON has long understood
the viability of HRM (Darling & Whitty, 2016). However, a lack of emphasis has been applied to
exploring the effectiveness of how HRM tools and techniques are employed to enable human
capital to effectively apply PM processes to support the USN in meeting mission requirements
(Ballesteros-Pérez et al., 2012).
Section 1 provides essential information pertaining to the background of the problem, the
problem statement, and the purpose statement. The nature of the study, to include how and why
the selected research paradigm was chosen, is addressed. A definition of terms, assumptions,
limitations, and delimitations are provided; as well, an explanation for the significance of the
study and implication for the integration of biblical scripture are also addressed. A
comprehensive review of scholarly literature is provided to codify reasoning for this research
undertaking. The various views and beliefs shared in the works by the scholarly authors aided in
the formation of the conceptual framework that guided the research.
Section 2 commences with the purpose statement, which is revisited in order to
emphasize the reasoning for the research to be conducted. The role of the researcher, as well as
who the participants are, are addressed to identify the impact of each stakeholder in this research.
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The research method and design are highlighted to convey how the research was conducted. The
research population and sampling are introduced to discuss the research sampling strategy. Data
collection methods are discussed to identify the instruments, data collection techniques, and data
organization techniques. The data analysis methods and coding process are observed to specify
how the data were interpreted. The reliability and validity of the research are examined to
underscore the utility of the methods by which the research was conducted.
Section 3 begins with an overview of the study. During the presentation of the findings,
the researcher explains the themes discovered during the collection of data via semi-structured
interviews, data observation, and personal observation. Emergent ideas are compared to the
composition of the codes that were identified within the NVivo application. A visual
representation of the data are provided so that the reader has an opportunity to see the correlation
amongst the most frequent codes and the corresponding discovered themes. The relationships
with the findings are then discerned as they relate to the research questions, the conceptual
framework, the scholarly literature reviewed, and the research problem. The application to
professional practice is then discussed to discern methods for improving general business
practices and potential application strategies. Recommendations for further study are also based
upon the findings from this study. Researcher reflections are shared to express the researcher’s
personal and professional growth, by providing insight into how conducting this research project
has provided for personal and professional growth. The researcher also reflects on the Biblical
perspective attained from this research by providing a detailed discussion of how the business
functions explored in this study relate to and integrate with a Christian worldview. This section
will conclude with a summary of Section 3. Lastly, this dissertation will conclude with a
summary and study conclusions.
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Background of the Problem
HRM that is implemented to support PM is a group of tools and techniques that entails
the development, management, organization, and leadership of project teams (Abu-Hussein et
al., 2016). According to Ballesteros-Pérez et al. (2012), there is a lack of emphasis on the utility
of HRM as it relates to PM. This is apparent with the recent change to the commonly known
reference to the PM practice, the Project Management Body of Knowledge (PMBOK Guide;
Project Management Institute, 2017). In the PMBOK Guide (5th ed.) the process of applying
HRM to the management of projects was formally known as the Project Human Resources
Management process (Project Management Institute, 2013). However, in the PMBOK Guide (6th
ed.) this process was formally changed to Project Resource Management (Project Management
Institute, 2017).
Huemann et al. (2007) advocated that project managers of project-based organizations
already face a variety of challenges when attempting to efficiently integrate an organizationally
centric HRM framework into projects. Given the recent changes within the PMBOK Guide (6th
ed.), it is reasonable to consider what could stimulate the aforementioned changes that may
ultimately impact various aspects of projects. As well, it is reasonable to consider whether the
methods to apply HRM to facilitate PM have been stimulating factors. To narrow the scope to a
profession that utilizes PM to accomplish organizational goals, this research has been limited to
the use of PM within the DON. In this case study, the premise of this study is to focus on the use
of HRM to plan, estimate, acquire, develop, manage, and control project teams within acquisition
mission-oriented organizations of the DON.
The Department of Defense (DoD), as well as the DON, have long acknowledged the
necessity of PM as it relates to resource acquisition, distribution, and utilization to produce
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deliverables that enable mission accomplishment (Eckerd & Snider, 2017). Darling and Whitty
(2016) expressed USN civil engineering project management offices (PMO) were among the
first PMOs in the military. As time has passed DON mission requirements have changed
(Darling & Whitty, 2016; Rendon, 2015); therefore, PM processes within the DON have needed
to progress in order to meet modern program requirements (Eckerd & Snider, 2017). According
to Rendon (2015), development via the implementation of knowledge-sharing initiatives that are
used to plan, estimate, acquire, develop, manage, and control the DoD acquisition workforce
(AWF) members has been identified as a primary goal of the DoD Acquisition, Technology, and
Logistics (AT&L), Human Capital Strategic Plan (HCSP), which is a derivative of the Defense
Acquisition Workforce Improvement Act (DAWIA). Although planning, estimation, acquisition,
development, management, and control through knowledge sharing is a primary goal of the DoD
DAWIA, the use of HRM tools and technique to share knowledge are ineffectively used by DON
project management professionals (Eckerd & Snider, 2017; Rendon, 2015).
Albeit these are general references that point out the utility of HRM as it relates to PM,
there is a gap in the literature that accounts for the use of HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control project teams within acquisition missionoriented organizations of the DON. Shahzad et al. (2016) suggested that investigating the role of
project exclusive HRM capabilities coupled with HRM strategies will be a major contribution to
the existing literature. Huemann (2010) also elucidated that the use of HRM to support projectbased organizations would be a promising research topic. Therefore, this research is intended to
add value to the DON organizations and all other stakeholders who utilize HRM tools and
techniques to facilitate PM.

EFFECTS OF PROJECT MANAGERS USE

5

Problem Statement
The general problem to be addressed is the ineffective use of HRM tools and techniques
by project managers to plan, estimate, acquire, develop, manage, and control project teams
resulting in the potential for projects to be impacted. Ekström et al. (2019) implied that a project
manager’s ability to effectively plan, estimate, acquire, develop, manage, and control project
teams is limited to their ability to work cohesively with HR practitioners in order to synchronize
socio-cognitive skills amongst project team members. Keegan et al. (2018) also suggested that a
principal reason for a project manager’s inability to plan, estimate, acquire, develop, manage,
and control a project team is due to a lack of understanding about how to employ HR
practitioners to support the implementation of HRM tools and techniques in order to synchronize
socio-cognitive skills amongst project team members. Hur (2018) found that the methods in
which HRM tools and techniques (e.g., pay-for-performance policies, contribution awards, as
well as recruitment and retention incentives) are used can be particularly impactful to the level of
job satisfaction of employees within the DON, which is a reason for project managers within the
DON to be cognizant of the utility that can be realized by appropriate use of HRM tools and
techniques to enable those DON project managers to effectively plan, estimate, acquire, develop,
manage, and control project teams. Therefore, the specific problem to be addressed is the
ineffective use of HRM tools and techniques by project managers within acquisition missionoriented organizations of the DON to plan, estimate, acquire, develop, manage, and control
project teams resulting in the potential for the integrity of the processes of a DON commissioned
project to be adversely impacted.
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Purpose Statement
The purpose of this multisite case study is to explore how project managers, within
acquisition mission-oriented organizations of the DON, use HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control project teams in order to complete projects. By
extension, this research will help researchers explore how project managers in general use HRM
tools and techniques to plan, estimate, acquire, develop, manage, and control project teams in
order complete projects. Due to the dynamic role of PM in the development of Naval assets, PM
is regarded as an essential function of the DON (Darling & Whitty, 2016; Hur, 2018; Sandhu &
Khan, 2017). Sandhu and Khan (2017) pointed out that the DON has realized the value of the
human dimension of project management as far back as the period of time when the Panama
Canal was being constructed. Furthermore, Salovaara and Bathurst (2018) acknowledged that
project outcomes fall on the shoulder of project teams and is of particular significance within the
DON. Therefore, there was a precedent set for the need to explore the perspectives of both
project managers and HR practitioners within acquisition mission-oriented organizations of the
DON. The resulting input was analyzed in order to interpret and describe the impact of such
cohesion. At this point in the research, the phenomenon was generally defined as being related to
the relationship, teamwork, and shared resources between project managers and HR practitioners
within acquisition mission-oriented organizations of the DON.
Research Questions
According to Keegan et al. (2018), HRM functions, such as career development and
employment relations, are critical to organizational success. In particular, Keegan et al. (2018)
advocated that HRM functions are critical to projectized organizations. However, HRM
functions can be neglected due to the intricate processes that are involved in developing and
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managing projects and project teams (Ekström et al., 2019; Guinan et al., 2019; Keegan et al.,
2018). The following research questions were posited in order to explore how project managers
use HRM tools and techniques in order to plan, estimate, acquire, develop, manage, and control
project teams. In particular, the following research questions were posited in order to explore
how DON project managers use HRM in order to plan, estimate, acquire, develop, manage, and
control project teams within acquisition mission-oriented organizations of the DON:
RQ1: What effect does HRM tools and techniques have on the planning, estimation, acquisition,
development, management, and control of project teams within acquisition mission-oriented
organizations of the DON?
RQ2: Why do project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams?
RQ3: How do project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams?
RQ4: How is the planning, estimation, acquisition, development, management, and control of
project teams within acquisition mission-oriented organizations of the DON effected by DON
project managers’ ineffective use of HRM tools and techniques?
Nature of the Study
The research method and design for this research is a qualitative multisite case study.
This research method was selected because of the natural purpose to explore the demarcation,
depths, richness, and complexity of the soft sciences that are impartial to the functionality of
HRM as it relates to PM (Abma & Stake, 2014; Creswell & Poth, 2018; Keegan et al., 2018;

7

EFFECTS OF PROJECT MANAGERS USE

8

Stake, 2010; Yin, 2018). Those dynamics are inherent to the realization that projects are affected
because HRM can be utilized in a manner that can cause an unexpected effect (Pournader et al.,
2015). In specific, how project managers, within acquisition mission-oriented organizations of
the DON, use HRM tools and techniques to plan, estimate, acquire, develop, manage, and control
project teams. The intended nature of this research was for the result of the research to add to PM
and HRM bodies of knowledge. Outlined below is the identification of the intent to study and
those case elements that align to the research topic.
Discussion of Research Paradigms
When considering the impact of a philosophical perspective it can be realized that such a
perspective can determine how the research will be conducted. According to Creswell (2014),
three common research paradigms are constructivism, postpositivism, and pragmatism.
Consistent with Creswell’s (2014) observation, constructivism focuses on understanding,
multiple participant meanings, and theory generation; postpositivism emphasizes reductionism,
measurement, and theory verification; and pragmatism highlights consequences of actions, is
problem centered, and pluralistic. Creswell (2014) also elucidated to a qualitative research
method as being in concert with a constructivist approach to research, a quantitative research
method as corresponding to a postpositivist approach to research, and mixed methods research as
being impartial to a pragmatic approach to research.
In this research, a constructivist lens was used to explore how project managers, within
acquisition mission-oriented organizations of the DON, use HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control project teams in order to complete projects.
According to Creswell and Poth (2018), by using a constructivist lens as an interpretive
framework, researchers are capable of approaching their research flexibly with an emic
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viewpoint. The relativist nature of a constructivist paradigm is for the researcher and the
researched to construct a variety of realities through lived experiences (Creswell & Poth, 2018).
Given the possibility for the researcher to impact research, the research was subjective and value
bound to the researcher’s perspective (Creswell & Poth, 2018).
Discussion of Design
Maxwell (2013) emphasized that qualitative research merely necessitates a clearer and
less restrictive concept of how research could be conducted. With refined and well analyzed data,
qualitative research designs can produce undeniable and serendipitous results (Miles et al.,
2018). With consideration for the limited research regarding use of HRM tools and techniques to
develop project teams within acquisition mission-oriented organizations of the DON, by nature a
qualitative research design was determined to be most fitting for this study (Darling & Whitty,
2016; Hur, 2018; Sandhu & Khan, 2017). Of the various types of qualitative research designs to
consider, case study, narrative, phenomenology, grounded theory, and ethnography qualitative
research methods were contemplated for the varying uses that are relative to each particular
design (Charmaz, 2015; Creswell, 2014; Creswell & Poth, 2018; Leedy & Ormrod, 2015;
Maxwell, 2013; Merriam & Tisdell, 2016; Miles et al., 2018; Saldaña, 2011; Stake, 2010; Yin,
2018).
For this research, a qualitative case study research design was selected; in particular, a
multisite case study research design was chosen to conduct this research. According to Yin
(2018), to get the most out of case study research, researchers should consider and appreciate the
distinctions of other research methods. Therefore, in addition to qualitative case study research
designs, other types of qualitative research designs were considered when determining how to
conduct this research. The reason why other qualitative research designs were considered but not
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chosen to conduct this research is because the utility of those designs that were also considered
did not align with the nature of this study. The descriptions below offer an explanation as to why
each qualitative research design was considered and why it was or was not selected.
Case Study Research Design. When considering whether a case study approach is or is
not appropriate, Creswell and Poth (2018) suggested that a researcher should identify the intent
of the study and choose the cases that are aligned to the research topic. Saldaña (2011) advocated
that cases are often chosen purposefully because of the opportunities that arise for researchers to
focus on their study. To conduct this research, Creswell and Poth (2018) expressed when
conducting a case study, researchers need to develop data collection procedures and to identify
an approach to analyze their collected data. Creswell and Poth (2018) explained to make use of
collected data via qualitative case study research methodology, the collected data needs to be
used to study a case, or cases, within a bounded system. Since the intent of this research was to
gain an understanding through exploration of multiple cases that are germane to the research
problem, and the research was limited to the situationally supportive integration of two functions
(i.e., PM and HRM) inside the realm of acquisition mission-oriented organizations within the
DON, the design of case study research was ideal for this research (Creswell, 2014).
Multisite Case Study. The reason for selecting a multisite case study research design was
because consideration for multiple cases can help to provide opportunities to establish patterns
and causal relationships through a process of intimate examination of verifiable evidence and
emerging themes (Haddock-Millar et al., 2016; Yin, 2018). Since the scope of this research was
narrowed to a point that did not reflect all processes within acquisition mission-oriented
organizations of the DON it was more conducive to study PM and HRM processes at multiple
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DON sites (Yin, 2018). In this study a limited scope of personnel (i.e., from PM and HRM
backgrounds) from multiple DON acquisition mission-oriented organization were studied.
Within-Site Case Study. Maxwell (2013) elucidated to within-site case studies as having
a purpose to connect strategies in order to look for relationships. According to Yin (2018), a
within-site case study would be akin to conducting an in-depth study of all functions within a
particular single organization at a particular single location in order to discover explicit
knowledge that is commensurate with the case. The reason for not selecting a within-site case
study design was because the scope of this research was limited to two processes (i.e., PM and
HRM) inside the realm of acquisition mission-oriented organizations within the DON. Therefore,
since this research emphasized a need to research multiple sites with a limited scope, in lieu of a
broad scope of a single site, a within-site case study research design was not conducive to this
research.
Narrative Research Design. A narrative research design was considered but not chosen.
The decision not to use a narrative research for this qualitative study was because expressed and
lived stories of a particular individual or group of people were not the premise for this research
(Creswell & Poth, 2018). Maxwell (2013) explained that like single case studies, narrative
research focuses on connecting strategies to look for relationships. Since the intent of this
research was to explore multiple cases that were bounded by two processes (i.e., PM and HRM)
inside the realm of acquisition mission-oriented organizations within the DON, a narrative
research design was not conducive to the research as it was designed.
Phenomenology Research Design. A phenomenology research design was considered
but not chosen. The decision not to use a phenomenological research for this qualitative study
was because this research was not centered on a particular phenomenon (Creswell & Poth, 2018).
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Although phenomenology may help to shed light on aspects of research that may otherwise go
unnoticed, the premise of the design is to focus on the essence of an experience (Creswell &
Poth, 2018; Maxwell, 2013). On the contrary, the focus of this research was not to explore a
particular phenomenon or phenomena alone, but rather to conduct in-depth analysis of multiple
cases that were bound by HRM and PM processes inside the realm of acquisition missionoriented organizations within the DON (Creswell & Poth, 2018). Therefore, a phenomenological
research design was not conducive to this research as it was designed.
Grounded Theory Research Design. A grounded theory research design was considered
but not chosen. Saldaña (2011) insisted that grounded theory is complex and multifaceted, and
the research design is used in many different types of research. The decision not to use grounded
theory as the research design for this qualitative study was because conducting research to
develop a theory by examining multiple individuals (i.e., stakeholders beyond project managers
and HR practitioners) who share a stake in the same process was not the premise for conducting
this research (Creswell & Poth, 2018). According to Stake (2010), if the goal is to develop theory
then a grounded theory research design is the prime choice design for a researcher to consider.
Although in the present study grounded theory was not considered the optimal research design to
steer this research, Bryant and Charmaz (2015) indicated that grounded theory research has
functionality that can be comprehended via deductive and inductive lens; therefore, the results of
this research may spur the use of grounded theory in combination with a deductive (e.g.,
quantitative correlation) study. Regardless, the goal of this research was not to develop theory
alone, but to conduct in-depth analysis of multiple cases that were bound by PM and HRM
processes inside the realm of acquisition mission-oriented organizations within the DON.
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Therefore, a grounded theory research design was not conducive to this research as it was
designed.
Ethnography Research Design. An ethnography research design was considered but not
chosen. The decision not to use ethnography as the research design for this qualitative study was
because the purpose of this research was not to study cultural knowledge that is learned through
behaviors that are generated within a societal body (Saldaña, 2011). According to Creswell and
Poth (2018), ethnographers are interested in studying shared patterns of behavior within an entire
culture sharing group (e.g., DoD AWF employees of all AWF career fields). This research was
not being conducted in order to ascertain a particular pattern of behavior within the confines of
an entire culture sharing group. Moreover, since the emphasis of this research was not to
discover a particular pattern of behavior within the confines of an entire culture sharing group,
but rather to conduct in-depth analysis of multiple cases that were bounded by HRM and PM
processes within the realm of acquisition mission-oriented organizations within the DON, an
ethnography research design was not conducive to this research as it was designed.
Discussion of Method
Creswell (2014) suggested that researchers consider the larger philosophical ideas they
espouse when considering different research methods. An ontological, epistemological, and
axiological framework of philosophical beliefs enabled the researcher to apply consideration for
the context of scholarly literature, interviews, and observations in order to formulate an
understanding of meanings and experiences relative to PM and HRM bodies of knowledge.
Methodologically, the qualitative research method via constructivist lens was applicable for this
research because of the emphasis to rely on interviews, observations, and analysis of scholarly
literature (Creswell & Poth, 2018).
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Qualitative Research Method. A qualitative research method was chosen because the
method was conducive to the exploration of this problem since the boundaries were not clearly
defined between the phenomenon and context of the problem (Yin, 2018). As Creswell (2014)
stated, a qualitative approach to research, via a constructivist perspective, helped to understand
the boundary addressed in this problem. The undefined boundary in this case study fell between
how projects are intended to be affected by HRM tools and techniques and how projects are
actually affected. The phenomenon explored in this case study research was the realization that a
project may be affected in a particular manner because HRM is being utilized in such a way that
is catalyst to a problem. The context of the problem was the method by which HRM is utilized as
a process to facilitate PM.
Quantitative Research Method. The reason for selecting a qualitative research method
over a quantitative research method was because there is limited research and theory to consider
regarding the exploration of how project managers within acquisition mission-oriented
organizations of the DON use HRM tools and techniques to develop project teams (Darling &
Whitty, 2016; Hur, 2018; Sandhu & Khan, 2017). Accordingly, Yin (2018) explained that “how”
and “why” questions are essentially explanatory in nature and are commensurate with
ascertaining the utility of operational methodologies over time rather than relying on frequency
ratios to discern significant events (p. 10). On the other hand, Creswell (2014) emphasized
quantitative research methods are typically experimental with an intent to find and quantitatively
verify the cause of an event. With limited knowledge to underscore how and why this problem
exists, the ability to define the scope of this research via quantitative research methodologies and
designs was limited.
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Mixed Methods Research Method. The motivation to not pursue a mixed methods
research method in this case was a combination of the aforementioned reasoning regarding the
selection of a qualitative research method and non-selection of a quantitative research method.
The chosen research method sought to understand how and why there is ineffective use of HRM
tools and techniques by project managers within acquisition mission-oriented organizations of
the DON to plan, estimate, acquire, develop, manage, and control project teams. Whereas a
qualitative approach focuses on understanding through exploration and a quantitative approach
justifies research through measurement, the apparent lack of research that has been conducted to
understand the problem thrusts a motive to understand how and why the problem exists
(Merriam & Tisdell, 2016). Therefore, a mixed methods research design was not conducive to
this research at the time of this research; however, this research may spur reasoning for
researchers to conduct a mixed methods study as more knowledge about the subject matter is
gained through additional exploration of the correlation of PM and HRM bodies of knowledge.
Discussion of Triangulation
Creswell and Poth (2018) advocated interviews are often the primary data collection
method for qualitative research. Therefore, interviews were conducted via interview questions
that were formed as a result of a review of relative scholarly literature. Project managers and HR
practitioners from five acquisition mission-oriented organizations within the DON were
participants of the abovementioned interviews. Creswell and Poth (2018) suggested to perform
validation strategies such as triangulation of data sources in order to establish credibility.
Therefore, perspectives of six interview participants were triangulated by interviewing project
managers and HR practitioners from five different DON acquisition mission-oriented
organizations. In specific, three federal supervisory human resources specialists and three federal
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project managers from five DON acquisition mission-oriented organizations were the interview
participants.
Process for Gaining Access to Interview Participants. In order to gain access to the
aforementioned participants the intent of this research was expressed to DON leadership via
communication with the local chains of command. In preparation to conduct interviews for this
qualitative multi-site case study, local DON leadership was notified of intent to conduct the
interviews; as well, prime acquisition mission-oriented organizations of the DON were
identified. Local DON leadership were made aware of the activity candidacy for this research.
Local DON leadership did express willingness to support the research efforts by sponsoring the
researcher as a channel of communication with adjacent leadership as long as ethical guidelines
were followed. In order to aid in identification of participants for the research the local DON
leadership communicated the intent of conducting research interviews with equivalent fellow
DON leadership at each of the candidate activities.
Summary of the Nature of the Study
The research method and design were selected based off of the identified intent of the
study and how the cases were aligned to the research topic. Scholarly journal articles relative to
PM, HRM, the DoD, and the DON were reviewed in order to develop the foundation of this
qualitative multi-site case study. Results of this analysis aided in the development of the
interview questions that guided the research as it was conducted during field interviews.
Conceptual Framework
Review of scholarly literature compelled the researcher to reflect inclusively of the views
and realities constructed by PM and HRM professionals. A variety of concepts and theories that
were researched are considered relative to the problem statement. In a query of PM relevant
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concepts from the scholarly literature, references to the concept of HRM were sparse in
comparison to the other relative concepts. The following conceptual framework was designed to
be explored inductively in order to understand how and why HRM tools and techniques are used
to plan, estimate, acquire, develop, manage, and control project teams in order to complete
projects.
Through the lens of a constructivist paradigm, social situations are constructed inversely
by differing people and therefore subjective in nature, which compels participation from both the
researcher and the researched (Smith & Shaw, 2019). Chandra and Shang (2017) argued
specifically while in pursuit of clarity apropos to a particular phenomenon, the interpretive lens
used by researchers who choose to see their research with a constructivist paradigm, are often not
predicated on pursuing research via priori construct or theory. However, previously developed
theory is posited in this conceptual framework to form the premise for conducting inductive
research. In lieu of the former priori, during the latter researchers are inclined to focus on
posteriori exploration and discovery of new processes and theoretical concepts via axial or
inductive coding of a narrow scope of research participants, in order to build a conceptual
framework (Chandra & Shang, 2017).
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Figure 1
Relationships, by way of the PRM Construct, between PM and HRM Concepts

Note. Relationships between PM and HRM concepts. This figure depicts how PM processes are
enabled to plan, estimate, acquire, develop, manage, and control project teams by HRM tools and
techniques via PRM. The figure ties PM processes and HRM tools and techniques together via
visual reference to how PRM is related to the effect of each function.
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Project Management Concept
The following research question was answered by researching the PRM concept: Why do
project managers within acquisition mission-oriented organizations of the DON ineffectively use
HRM tools and techniques to plan, estimate, acquire, develop, manage, and control project
teams? As discussed in the PMBOK Guide (6th ed.), projects are chartered non-operational
endeavors that are skillfully managed by project managers who have an understanding of the PM
concepts of project lifecycles process groups and PM knowledge areas (Project Management
Institute, 2017). Project lifecycle process groups can consist of the following steps: Initiating,
planning, executing, controlling, and closing of a project; each of the aforementioned processes
are iterative with the control element spanning the entire project lifecycle (Project Management
Institute, 2017). PM knowledge areas can consist of project integration management, project
scope management, project schedule management, project cost management, project quality
management, project resource management (PRM), project communication management, project
risk management, project procurement management, and project stakeholder management
(Project Management Institute, 2017).
As can be reflected upon in Figure 1, the concept of PM echoes the project process group
framework for activities with a known beginning and end to be managed by sequential
dependencies in order to start and finish as commissioned (Leite et al., 2017). PM has been
conceptualized as an efficient application of knowledge, skills, abilities (KSA) by project
managers to plan project activities so that project milestones can be met on time and within
budget by project teams (Anholon & Sano, 2016). Therefore, project lifecycle process groups,
and PM knowledge areas are the context of a project that enables project teams to produce
deliverables from conception to completion to delivery to closing. Therefore, there is reasoning
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for the need to understand why project managers within acquisition mission-oriented
organizations of the DON ineffectively use HRM tools and techniques to plan, estimate, acquire,
develop, manage, and control project teams.
Human Resources Management Concept
The following research question was answered by researching the HRM concept: What
effect does HRM tools and techniques have on the planning, estimation, acquisition,
development, management, and control of project teams within acquisition mission-oriented
organizations of the DON? According to Momeni and Martinsuo (2018), in project-based
organizations the concept of HRM allocation befits a critical posture when the same resources
are required by projects and operational activities simultaneously. Nevertheless, the development
and daily management of human resources are pragmatic aspects of PM success (Anholon &
Sano, 2016). Whereas traditional organizations are typically highly centralized, relatively stable,
and vertically integrated, contemporary organizations such as project-based organizations are
typically highly decentralized and rely extensively on HRM because of a constant fluctuation in
workforce requirements (Schneider et al., 2017).
As can be seen in Figure 1, the concepts that encompass HRM tools and techniques that
are essential for resource allocating, staffing, recruiting, training, development, assessing,
managing, and retaining both projectized activities and operational activities (Momeni &
Martinsuo, 2018). Project managers could realize many benefits from seeking to improve their
managerial skills, professionalism, and technological skills by capitalizing on the KSAs,
competencies, and strategies of local HR practitioners (Nguyen & Hadikusumo, 2018).
Nonetheless, as Medina and Medina (2017) emphasized, learning is essential in knowledgeintensive organizations, such as project-based organizations, and that is where HRM facilitates a
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role in the success of PM in project-based organizations, to include those within the DON.
Therefore, there is reasoning for the need to understand the effect HRM tools and techniques
have on the planning, estimation, acquisition, development, management, and control of project
teams within acquisition mission-oriented organizations of the DON.
Human Resource Allocation Problem Theory
Bouajaja and Dridi (2017) explained that human resource allocation problem (HRAP)
theory is an awareness that human resources can play a significant role in the success of an
organization. Bouajaja and Dridi (2017) also emphasized the involvedness surrounding HRAP
theory is largely due in part to the characteristics of the stakeholders involved in the allocation of
HRM tools and techniques that are subject to be allocated for project assignment. According to
Bouajaja and Dridi (2017), the optimization of human resources allocation is a challenging and
demanding undertaking of PM, because the knowledge area processes are associated with the
management of project team members, managing their ergonomic needs for productivity, as well
as planning for the available resources they may need to accomplish their jobs. For this
reasoning, project managers seek more efficient tools in order to effectively optimize the use and
allocation of readily available resources among the various facilities or systems (Bouajaja &
Dridi, 2017). Therefore, HRAP theory guided the research as an input to this case study by
framing the way in which the effectiveness of how and why human resources are allocated in
support of PM is observed and noted during interviews that are conducted for this research.
Actors
The actors of this research are DON project managers and supervisory human resources
specialists within DON acquisition mission-oriented organizations. Within the context of PM, a
human resources practitioner is a person assigned to the execution of processes relative to the

EFFECTS OF PROJECT MANAGERS USE

22

allocation, staffing, recruitment, training, development, assessment, management, leadership and
retention of project team human capital project (Rahmanniyay & Yu, 2019). A DON supervisory
human resources specialist is a human resources practitioner who is in charge of a HRM section
of other human resources specialists. A project manager is the person assigned by the performing
organization to lead the team that is responsible for achieving the project objectives (Project
Management Institute, 2017). A DON project manager is the person assigned by the performing
organization to lead the team that is responsible for achieving the project objectives that are
relative to projects that are commissioned by the DON. A DON acquisition mission-oriented
organization is an organization that orients operations, projects, programs, and research to a
posture that enable the acquisition of resources to support DON uniformed services in meeting
mission requirements (DON DAWIA Operating Guide, 2017, Eckerd & Snider, 2017; Keane et
al., 2009).
Project Resource Management Construct
The following research question was answered by researching the PRM construct: How
do project managers within acquisition mission-oriented organizations of the DON ineffectively
use HRM tools and techniques to plan, estimate, acquire, develop, manage, and control project
teams? According to the PMBOK Guide (6th ed.), personnel, materials, and equipment are
among the principal resources that are necessary to manage a project (Project Management
Institute, 2017). Bouajaja and Dridi (2017) emphasized that among PM resources, HRM
knowledge areas are among some of the most significant tools and techniques that are used to
ensure project quality and success. Therefore, it could be perceived by project stakeholders (e.g.,
project team members) that in order for a project to be completed on time and within budget, HR
will be a necessary process. Furthermore, the concept of resource dependency expounds the need
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to pursue objectives that drives organizations to be dependent on other entities that have the
readily available resources and capabilities (Pfeffer & Salancik, 2003; Soda & Furlotti, 2017).
Resource dependency also spurs reasoning for organizations to eliminate any uncertainty that
dependence implies (Soda & Furlotti, 2017). Therefore, there is reasoning for the need to
understand how project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams.
Relationships Between the Concepts, Theory, Actors, and the Construct
As PRM relates to the employment of human capital as a project resource, the following
research question was answered by researching the relationships between PM and HRM
concepts, the HRAP theory, and the PRM construct: How is the planning, estimation,
acquisition, development, management, and control of project teams within acquisition missionoriented organizations of the DON effected by DON project managers’ ineffective use of HRM
tools and techniques? Project managers and HR practitioners each have unique subsets of
responsibilities that are germane to their primary responsibilities. Whereas HR practitioners
support both operations and projects, project managers manage a variety of processes that are
inclusive of several functional areas; to include managing the integration of HRM into projects
(Momeni & Martinsuo, 2018). Therefore, PRM is an imperative process because the PM process
involves the management, organization, and leadership of project teams, and can only be
facilitated by cohesion between project managers and HR practitioners (Abu-Hussein et al.,
2016).
This perspective postulates the intent of project managers to maximize, or to minimize,
functions as deemed necessary in order to sustain project performance. However, the difficulty
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surrounding resource assignment, as is posited in HRAP theory, can be explained by the fact that
competent employees are sometimes scarce and therefore hard to allocate to project assignments
(Bouajaja & Dridi, 2017). Nonetheless, HR is designed to facilitate those resource assignments
via use of HRM tools and techniques. In this sense, there is a need to inductively explore how
and why project managers use HRM tools and techniques to plan, estimate, acquire, develop,
manage, and control project teams in order to complete projects; in particular, how and why
within acquisition mission-oriented organizations of the DON (Smith & Shaw, 2019). Therefore,
there is reasoning for the need to understand how the planning, estimation, acquisition,
development, management, and control of project teams within acquisition mission-oriented
organizations of the DON can be affected by DON project managers’ ineffective use of HRM
tools and techniques.
Summary of the Research Framework
Through a constructivist lens, the HRAP theory underpins a reason to explore the
effectiveness of the direct and indirect conceptual relationships that are relative to PM and HRM
in order to codify the utility of HRM as an essential functional knowledge area process within
PM. To recap, the relationships between PM and HRM are both direct and indirect. The
construct of PRM bridges the PM and HRM concepts by reverting a normally operational HRM
function into a projectized function to enable the PM concept to be functional from a human
capital planning, estimation, acquisition, development, management, and control viewpoint. By
following this conceptual framework to subjectively interview project managers and supervisory
human resources specialists, the researcher was able to understand why certain levels of
effectiveness are met throughout the lifecycle of DON projects (Chandra & Shang, 2017). By
using a constructivist lens to view the problem, a methodological approach was taken to conduct
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research that emphasized the collection of data via interviews, observations, and analysis of
scholarly literature (Creswell & Poth, 2018).
Definition of Terms
Acquisition: Obtaining human and material resources necessary to perform project
activities. Acquisition implies a cost of resources and is not necessarily financial (Project
Management Institute, 2017).
Acquisition Mission-Oriented Organization: An organization that orients operations,
projects, programs, and research to a posture that enable the acquisition of resources to support
DON uniformed services in meeting mission requirements (DON DAWIA Operating Guide,
2017; Eckerd & Snider, 2017; Keane et al., 2009).
Defense Acquisition Workforce Improvement Act (DAWIA): A Congressional Act that
necessitates the United States (U.S.) Secretary of Defense to establish policies and procedures
for acquisition career management in order to ensure acquisition career field uniformity
throughout the DoD (DON DAWIA Operating Guide, 2017; Eckerd & Snider, 2017).
DAWIA Program Management: The management of efforts to acquire defense weapons
systems for U.S. uniformed service members (Eckerd & Snider, 2017).
DAWIA Program Manager: A DoD federally appointed official who is tasked with
managing the efforts to acquire defense weapons systems for U.S. uniformed service members
(Eckerd & Snider, 2017).
Human Capital: Within the context of PM, human capital are humans and are primarily
one of the most challenging resources for project managers to manage because of the inherent
individuality of each project team member; within the context of the DoD/DON, human capital
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dictates PM effectiveness (e.g., cost, schedule, quality, etc.) through exploitation of competently
developed human capital (Keane et al., 2009; Ling et al., 2018).
Human Resources (HR): Within the context of PM, HR is defined as the tools and
techniques that facilitate the ability for HR practitioners to enable project managers to allocate,
staff, train, develop, assess, manage, lead and retain project teams (Rahmanniyay & Yu, 2019).
Human Resources Allocation Problem (HRAP) Theory: Relates to the problems,
regarding the allocation of HR, that are formed as a result of stakeholder characteristics and
competencies relative to the allocation of HR (Bouajaja & Dridi, 2017).
Human Resources Management (HRM): Within the context of PM, HRM is defined as
the processes of allocating, staffing, recruiting, training, developing, assessing, managing,
leading, and retaining a project team (Rahmanniyay & Yu, 2019).
Human Resources Practitioner: Within the context of PM, a person assigned to the
execution of processes relative to the allocation, staffing, recruitment, training, development,
assessment, management, leadership and retention of project team human capital (Rahmanniyay
& Yu, 2019).
Knowledge, Skills, Abilities (KSA): The competencies and qualifications that are
necessary to perform jobs in support of project related work packages (Anholon & Sano, 2016).
Mission-Oriented: The use of systemic policies that are tie to state-of-the-art knowledge
in order to attain specific goals (Mazzucato, 2018).
Program Management: The application of knowledge, skills, and principles to a program
to achieve the program objectives and obtain benefits and control not available by managing
program components individually (Project Management Institute, 2017).
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Project: A temporary endeavor undertaken to create a unique product, service, or result
(Project Management Institute, 2017).
Project-based Organization/Project Management Organization: A management structure
that standardizes the project-related governance processes and facilitates the sharing of
resources, methodologies, tools, and techniques to manage organizational projects (Project
Management Institute, 2017).
Project Management (PM): The application of knowledge, skills, tools, and techniques to
project activities to meet the project requirements (Project Management Institute, 2017).
Project Manager: A person assigned by the performing organization to lead the team that
is responsible for achieving the project objectives (Project Management Institute, 2017).
Project Resource Management (PRM): Includes the processes to identify, acquire, and
manage resources needed to complete a project (Project Management Institute, 2017).
United States Department of Defense (DoD): A department within the executive branch
that directs and supports of the federal military services within the United States (Eckerd &
Snider, 2017; Keane et al., 2009).
United States Department of the Navy (DON): A military branch that is dedicated to
national defense through sea-based strategic initiatives via world-wide maritime service (Eckerd
& Snider, 2017; Keane et al., 2009).
DON Acquisition Workforce (AWF): Comprised of civilian and military members that
translate military requirements into material solutions to support DON uniformed service
members globally (DON DAWIA Operating Guide, 2017).
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Assumptions, Limitations, Delimitations
According to Leedy and Ormrod (2015), assumptions need to be pertinent to the research
methodology, limitations need to be consistent with research methodology, and delimitations
should be consistent with the scope of the study. Leedy and Ormrod (2015) emphasized
researchers form assumptions by questioning what is being taken for granted with respect to their
problem. Leedy and Ormrod (2015) explained that limitations address weaknesses surrounding
the scope of the research that may cast doubt in the readers’ perceptions of the research as it is
designed. Leedy and Ormrod (2015) also clarified the difference between limitations and
delimitations by explaining delimitations identify the boundaries of research that falls outside of
the intended research scope of the (Leedy & Ormrod, 2015). The assumptions, limitations, and
delimitations of this case study are described below.
Assumptions
There were five identified assumptions in this research case study. The first assumption
was the participants in this research would provide accurate, true, and unbiased responses to any
interview questions. The risk for this assumption was the possibility that participants would not
provide accurate, true, and unbiased responses to any interview questions. To mitigate this risk,
results of the interview questions were triangulated to establish credibility (Creswell & Poth,
2018). The second assumption was interview participants who use HRM would assume HR
practitioners are competent in their professional field of work. The risk was not all HR
practitioners are competent in their profession. To mitigate this risk, HR practitioners in
supervisory positions were requested exclusively to participate in the interviews as the respective
HRM SME at each DON acquisition mission-oriented organization. The third assumption was
interview participants who use PM would assume project managers are competent in their
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professional field of work. This risk associated with this assumption was that not all project
managers would be competent in PM competencies. To mitigate the potential risks, results of the
interview questions were triangulated to establish credibility (Creswell & Poth, 2018). The fourth
assumption was that some interview participants may perceive the functionality of HRM tools
and techniques differently than others. The risk associated with this assumption was that all
interview participant would perceive the functionality of HRM tools and techniques equally. To
mitigate this risk, multiple interviews were conducted to triangulate perspectives in an effort to
identify themes from the individual cases with respect to their perspectives of HRM tools and
techniques as they related to their use within acquisition mission-oriented organizations of the
DON. The fifth assumption was all interview participants would want their personal information
to remain protected. The risk was that some interview participant would not care if their personal
information was not protected. To mitigate this risk, all interview participants’ personal
information remained protected.
Limitations
There are five identified limitations in this research. The first limitation was the research
would be limited to at least two acquisition mission-oriented organizations within the DON. This
limitation was necessary in order to control the scope of the case study; therefore, to minimize
any deviation from this case study research scope examination of non-acquisition missionoriented organizations of the DON were not included in this case study. The second limitation
was there would be at least one supervisory HR practitioner and one project manager from each
DON acquisition mission-oriented organization to participate in the research. This limitation was
necessary in order to ensure only the perspectives of subject matter experts who effect the PRM
processes of a DON commissioned project were examined. A review of completed interview
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participant consent forms aided the researcher in mitigating the possibility of interviewing
candidates with professional backgrounds that were not commensurate with this case study. The
third limitation was all interview participants are United States citizens. Per the DON DAWIA
Operating Guide (2017), all acquisition workforce employees must meet citizenship
requirements that are directed by the Office of Personnel Management (OPM); therefore, unless
authorized by OPM, all interview participants will be United States citizens. It was not possible
to mitigate or minimize this limitation due to the requirement for DON AWF employees to
maintain a security clearance, which specifically requires national security clearance holders to
have United States citizenship (Facility Security Clearance and Safeguarding of National
Security Information and Restricted Data Rule, 1992). The fourth limitation was, with exception
to referenced scholarly literature, only information from the specified interview participants,
pertaining to the case study research problem, were analyzed. This limitation was minimized by
reviewing additional unexamined scholarly literature that was relative to the subject of this case
study. The fifth limitation was the limited literature on projects related to the DoD; DoD AWF;
DON; DAWIA; HRM that was directly related to PM, or acquisition mission-oriented
organizations. This limitation was minimized by seeking out newly published related literature.
Delimitations
There are six identified delimitations in this research. The first delimitation was a scope
limited to civilian DON acquisition mission-oriented organization employees who work in an
acquisition mission-oriented organization of the DON. The second delimitation was no other
employees from other DON or DoD organizations would participate in this research. The third
delimitation was no HR practitioners or project managers from outside of the aforementioned
organizations would be participants in this research. The fourth delimitation was no personally
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identifiable information was used to build this case study. The fifth delimitation was non-United
States citizens would not be considered in this research because the scope of the project is
limited to DON acquisition mission-oriented organization employees. The sixth delimitation was
no in-person interviews would be conducted due to the health concerns forced by the implied
effects of the 2019 novel Coronavirus disease.
Significance of the Study
This case study is significant because the rationale for the research was to explore in what
ways there may be a lack of understanding about how and why projects are affected by the use of
HRM tools and techniques. This case study is particularly significant because the rationale for
the research was to explore in what ways there may be a lack of understanding about how and
why projects are affected by the use of HRM tools and techniques within acquisition missionoriented organizations of the DON. The gaps in the literature that will be reduced by this
research is significant to PM and HRM bodies of knowledge (Leite et al., 2017).
Reduction of Gaps in the Literature
HRM and PM can be seen as complementary in terms of project lifecycle phase
iterations; however, studies on the use of HRM tools and techniques to form, plan, estimate,
acquire, develop, manage, and control project teams are limited (Leite et al., 2017). This research
aimed to fill gaps in the knowledge so the utility of HRM, as it relates to PM, may be better
understood. More specifically, the gaps in knowledge pertaining to understanding how and why
project managers employ HRM tools and techniques to manage projects. In particular, this
research addressed the gaps in knowledge that are relative to the function of HRM tools and
techniques within projects that are chartered by acquisition mission-oriented organizations of the
DON.
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Acquisition mission-oriented organizations within the DON reflect no difference than any
other functioning organization with respect to the need for having an understanding of the utility
HRM can bring to an organization (Hur, 2018). In particular, project managers within acquisition
mission-oriented organizations of the DON have a need to understand the function of HRM tools
and techniques as it relates to all factors enabling the success of a project (Hur, 2018). This may
not be accomplished without reducing the gaps in knowledge that can promulgate a
comprehensive knowledge base of HRM tools and techniques for project managers to rely on in
order to effectively manage their project teams. As well, reducing the gap in knowledge should
help to construct a relational understanding of how and why cohesion amongst PM and HR
practitioners can be essential for project success.
Implications for Biblical Integration
The finite basis for this research was to explore how and why HRM is used to facilitate
PM in acquisition mission-oriented organizations of the DON. A principle reason for
implementing HRM into PM is to enable project managers to manage their project teams with a
formal set of guidelines that are designed to safeguard the project manager, project team, and the
project (Momeni & Martinsuo, 2018). The Old Testament and New Testament of the Bible
provide pure historical facts and reasoning for the need to implement HRM as tools and
techniques to manage projects. Outlined below are a few examples of how integrating knowledge
from the Bible can help a project manager embrace a framework that is established upon the
formal set of guidelines that are written to help us manage our daily lives and lead us to eternal
salvation.
King David of Israel resolved in God to declare, “Blessed is the man who walks not in
the counsel of the wicked, nor stands in the way of sinners, nor sits in the seat of scoffers”
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(English Standard Version Bible, 2008, Psalm 1:1). David’s psalm highlighted a need for people,
project managers nonetheless, to avoid accepting advice from resources that would oblige poor
guidance independent of God’s will. David’s psalm then progressively directed people who
stopped relying on poor guidance to not continue relying on resources that are independent of
God’s will so that they do not become a part of the problem. HRM is relative in nature because
HR policies are the principle guidelines to facilitate project managers with the appropriate
strategic control necessary to properly plan, estimate, acquire, develop, manage, and control
project teams so that project team members remain a reliable resource throughout the project
(Ling et al., 2018). Therefore, rather than relying on managerial instinct alone to manage a
project team, project managers who choose to rely on counsel from reliable HR practitioners are
capable of managing a project team more effectively.
In Acts (20:28), Luke prescribed “Pay careful attention to yourselves and to all the flock,
in which the Holy Spirit has made you overseers, to care for the church of God, which he
obtained with his own blood” (English Standard Version Bible, 2008). What Luke is
exemplifying is a model of leadership over followers of Jesus Christ that project managers can
follow to ensure the well-being of their project team members. Luke directed church leaders to
pay careful attention to their congregation, which can be likened with project managers ensuring
the well-being of their project team members. In the latter half of the verse, Luke professed for
church leaders to care for the church of God. From this element of the verse, project managers
must realize that all project team members are a part of God’s creation. Therefore, they must
have relationships that are built out of dignity and respect just as God demands of His church
leaders who oversee His church. This last element of this verse is the most important dialog of
the verse because Luke acknowledges Jesus Christ’s sacrifice for the salvation of all people.
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Project managers who take heed to this message and integrate it into their management processes
will discover that managing project teams through the lens of a Christian worldview will always
ensure the well-being of their project team.
Benefit to Business Practice and Relationship to Cognate
The researcher’s field of study is PM. The researcher is a HR practitioner by trade who
manages projects within an acquisition mission-oriented organization of the DON. This research
is directly related to the PM business cognate. The research also ties into the business cognate of
HRM. Collectively, this research adds value to both the HRM and PM business cognates. HR is
inherently a major function within the business cognate of PM, because HRM tools and
techniques yield the necessary competencies required to recruit, train, develop, manage, assess,
and retain project team members (Rahmanniyay & Yu, 2019). Therefore, there was a need to
explore the functional relationship between HRM and PM functions, especially since dysfunction
between PM and HRM does indeed exist at some or many levels of PM lifecycle processes.
Summary of the Significance of the Study
This case study was written to reduce gaps in the knowledge revolving around the
integration of HRM tools and techniques to support PM practices. The significance of this case
study is how the results adds to the knowledge base of both HRM and PM. The implications for
the integration of biblical scripture in this research can be realized by project managers
considering the utility of HRM and PM through the lens of a Christian worldview in order to
effectively manage a project team. Given the basis for this case study to explore the effectiveness
of HRM integration into PM practices, the case study is directly related to the PM field of study,
as well as the HRM field of study.
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A Review of the Professional and Academic Literature
Creswell and Poth (2018) indicated that researchers present a review of scholarly
literature in order to present results of similar studies. Yin (2018) emphasized the importance of
a literature review because of the ability for researchers to display their mastery of the skills
necessary to research a topic. As well, Yin (2018) highlighted a need for researchers to display
mastery in their ability to correlate the scholarly literature to their respective research topic (Yin,
2018). According to Leedy and Ormrod (2015), conducting a literature review ascertains the
breadth of previous research on a topic of interest and informs researchers of other like-minded
researchers. Leedy and Ormrod (2015) also posited that literature reviews raise awareness
pertaining to unknown gaps in research and show researchers how other methods have been used
to conduct similar research.
The focus of this literature review relates to how the concepts of PM, HRM, and the PRM
construct relate to, via a HRAP theoretical underpinning, the effects of the management of
projects within the DON. The following literature review was framed in a way that will guide
readers through the problem by peeling back the layers of functional dynamics of PM, HRM, and
PRM. The literature review commences with a review of literature pertaining to how and why
the DoD Defense Acquisition Workforce Improvement Act (DAWIA) is facilitated and managed
within the DON to ensure weapons systems acquisition projects are managed efficiently and
effectively. The literature is then aligned to the concepts of PM, HRM and the construct of PRM
by introducing an aspect of ineffective management of DAWIA as it relates to acquisition
mission-oriented organizations within the DON. Each of the aforementioned concepts and
construct are reviewed by highlighting the thoughts of scholarly SMEs as they pertain to each
subsequent element of the literature review. That is, literature pertaining to PM is reviewed in a
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way as it relates to HRM, literature relating to HRM is then reviewed in a way as it applies to
PM. Furthermore, literature pertaining to the PRM construct is reviewed as a synthesis of the PM
and HRM concepts in order to describe the relationships of the concepts and construct via
scholarly perspectives of relative SMEs.
Business Practices
According to the DON DAWIA Operating Guide (2017), it is clear to point out that the
acquisition of highly complex weapons systems requires a workforce of highly educated
acquisition professionals to make up teams that are competent in all matters related to weapons
systems acquisition projects. Simply put, DAWIA is not an easy process and there are no fixed
rules that apply to all situations surrounding the acquisition of weapons systems (DON DAWIA
Operating Guide, 2017). Therefore, the resulting policies stemming from those concerns are the
Nunn–McCurdy Act of 1982, the Packard Commission Reforms of 1986, the DAWIA of 1990,
and the Federal Acquisition Streamlining Act (FASA) of 1994 (Smirnoff & Hicks, 2008). Of the
aforementioned acts, the act most closely aligned with HRM tools and techniques, as the
functions relate to acquisition mission-oriented organizations within the DON, is DAWIA
professional certification and continuous learning requirements that are required of DON AWF
employees.
Accordingly, DON is dedicated to getting the most capable weapon systems to United
States Navy (USN) and United States Marine Corps (USMC) uniformed service members by the
most cost-effective way possible (DON DAWIA Operating Guide, 2017). Therefore, DAWIA is
necessary to ensure experienced and knowledgeable professionals are certified and continuously
developed (Peters et al., 2017). As such, it is important to ensure the maintenance of such
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competencies in order to continuously assess the efficiency and effectiveness of the acquisition
of weapons systems to support the United States’ warfighters (Peters et al., 2017).
To acquire weapons systems efficiently and effectively, the DON AWF relies
comprehensively on readiness assessments for making decisions (Peters et al., 2017). The
decisions pertain directly to whether or not to proceed with a given acquisition project (Peters et
al., 2017). Within the DON, technology readiness assessments are a legal requirement for all
major weapons systems acquisitions (Peters et al., 2017). This legal requirement is relevant to
both PM and HRM because having a highly educated AWF is the most important requirement
for DAWIA (DON DAWIA Operating Guide, 2017). It is necessary develop the competencies to
manage and assess the projects that are initiated in order to acquire and utilize the resources that
are necessary to develop the highly complex weapons systems (DON DAWIA Operating Guide,
2017).
Defense Acquisition Workforce Improvement Act. According to Rendon (2015), the
DoD Acquisition, Technology, and Logistics (AT&L), group established the DAWIA in 1990.
The goal of DAWIA is to establish and maintain a professional acquisition workforce within the
DoD (Ritschel, 2012). DAWIA requires members of the AWF to meet specific education,
training, and experience levels in order to meet various progressive levels of professional
certification as part of their job requirements (Rendon & Rendon, 2016). Meeting these
certification requirements confirms that the AWF employee has developed the competencies that
are essential for carrying out their acquisition related responsibilities at a full level of
performance (Eckerd & Snider, 2017). AWF employees need to comply with DAWIA
requirements in order for DON organizations to meet mission requirements on time and within
budget (Eckerd & Snider, 2017).

EFFECTS OF PROJECT MANAGERS USE

38

Professional Certifications. Professional certifications play a role in recruiting,
developing, and retaining project managers (Blomquist et al., 2018). Each of the professional
acquisition certifications have a specified amount of education, experience, and training that is
required to meet certification requirements (Smirnoff & Hicks, 2008). Therefore, DON AWF
employees, both civilian and military officers, must develop that specified amount of education,
experience, and training in order to meet the requirements for their unique and progressive
certification (Smirnoff & Hicks, 2008). To become professionally certified in a DoD DAWIA
acquisition career field, the position to which a military service member, or civilian counterpart,
is assigned must consist of work that is at least 50 percent dedicated to one of the following
acquisition career fields: Business-Cost Estimating; Business-Financial Management;
Contracting; Engineering; Facilities Engineering; Industrial and/or Contract Property
Management; Information Technology; International Acquisition Career Path; Life Cycle
Logistics; Program Management; Production, Quality & Manufacturing; Purchasing, Science
and Technology Manager; Small Business; as well as Test and Evaluation (DON DAWIA
Operating Guide, 2017).
Using a professional certification, such as a DAWIA career field certification, as a
selection criterion for employment can also help to maintain the quality of human capital to
enable project sustainment during cases where projects may lose team members (Blomquist et
al., 2018). Farashah et al. (2019) addressed the practical interest of project managers, recruiters,
head-hunters, as well as HR practitioners in project-based organizations is that professional
certification is a way to make quicker, more objectified, and informed decisions about who to
hire. Therefore, requiring a professional AWF certification to hire for DON acquisition missionoriented organization project team positions can help to increase efficiency and effectiveness in
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the candidate selection process (Farashah et al., 2019). For the DON, this is vital because the
DON AWF is grounded in the values of dedication to service, diversity, excellence, integrity,
teamwork, and trust (DON DAWIA Operating Guide, 2017). These traits are paramount qualities
of the right people, to work on the right job, during the right time, because this translates to the
effective delivery of weapons systems for the greatest warfighting organizations in the world
(DON DAWIA Operating Guide, 2017).
DAWIA Program Management Acquisition Career Field. An AWF employee
working as a professional in the program management career field is tasked with managing the
various tasks associated with the acquisition of a weapon system (Eckerd & Snider, 2017).
According to the DON DAWIA Operating Guide (2017), typical responsibilities that are
commensurate with the duties associated with an incumbent program manager can encompass:
“Conceptualization, initiation, design, development, test, contracting, production, deployment,
integrated product support (IPS), modification, and disposal of weapons and other systems,
supplies, or services (including construction) to satisfy DoD needs, intended for use in, or in
support of, military missions.” (p. 126). DON policy holds that its AWF program managers
should be proven leaders with current functioning experience within their programs’ respective
managerial domains (Eckerd & Snider, 2017).
DAWIA Program Management Career Field Correlation to PM. The project
management styles, communication styles, and individual needs, as well as self-awareness of
how personal goals effect relations within a project management team highlights the relationship
between military officers and civilian colleagues throughout DoD project-based organizations
(Darling & Whitty, 2016; Smirnoff & Hicks, 2008). Eckerd and Snider (2017) argued that an
AWF program manager is the central role in managing the acquisition of complex weapon
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systems. Eckerd and Snider (2017) emphasized that the DAWIA program will only improve in
functionality if more program managers are appointed. The acquisition of a weapon system is a
project by nature with a range of processes that are synonymous with industry project
management standards (Anestis & Kleopatra, 2017; Eckerd & Snider, 2017; Shojaei & Flood,
2017). Therefore, the framework correlation relates to the dynamics of processes that are
germane to the organization employing the PM function (Anestis & Kleopatra, 2017; Eckerd &
Snider, 2017; Shojaei & Flood, 2017).
Although both functions share similar attributes that require analogous competency
development, a key difference between DON AWF DAWIA program managers, and functional
project managers, is the focus of application of skill sets (Peters et al., 2017). DON AWF
DAWIA program managers support the acquisition of weapons systems that enable USN and
USMC warfighters to meet mission requirements (Eckerd & Snider, 2017). On the other hand,
the application of PM skills by functional project managers, as they relate to the duties and
responsibilities of DON AWF DAWIA program managers, is commensurate with the synthesis
of the resources that are required to develop an asset to support a complex weapon system
(Anestis & Kleopatra, 2017; Shojaei & Flood, 2017).
Similar Abbreviated Titles and the Resulting Confusion that Stems from the
Similarities. The use of abbreviated identification terminology can be confusing to stakeholders
because the DON recognizes the AWF program management career field as the PM career field,
while project management can also be abbreviated as PM (Eckerd & Snider, 2017; Shojaei &
Flood, 2017). However, a key difference is that a DON project manager does not necessarily
have to meet DAWIA requirements if the position does not directly support the acquisition of a
weapon system (Anestis & Kleopatra, 2017; Peters et al., 2017; Shojaei & Flood, 2017). In the
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latter example, a DON project manager who supports the acquisition of weapons systems is
likely to have a DAWIA program management professional certification requirement in addition
to commercial professional certifications (i.e., if such a requirement is found to be necessary by
the employing organization; Eckerd & Snider, 2017; Shojaei & Flood, 2017).
HRM Correlation to DAWIA. With an iterative and adaptive education, experience,
and training requirement for each career field certification, DAWIA has formed the way for
education, experience and training to be standardized for DON AWF employees (Smirnoff &
Hicks, 2008). Given that a primary function of employed HRM tools and techniques is to
develop teams, having a dedicated human capital management resource is vital (Darling &
Whitty, 2016). Such human capital management resources must be cognizant of all matters
related to the development of the AWF (Darling & Whitty, 2016). This is because HR
practitioners work to implement, manage and sustain DAWIA AWF career field certification
requirements in order to enable the functions that develop the required competencies for a
required certification (Darling & Whitty, 2016). An example of the aforementioned type of
human capital management resource is a HR specialist or HR generalist who generalizes in
training and development of workforce employees.
According to Medina and Medina (2017), learning is essential in knowledge-intensive
organizations, such as DON acquisition mission-oriented organizations, and that is where HRM
tools and techniques have a role in the facilitating the success of those organizations. To
professionalize a position normally involves the development of KSAs that are applicable to the
job via professional certification (Blomquist et al., 2018). Pursuing and attaining a professional
certification can satisfy a need for achievement through self-development (Blomquist et al.,
2018). According to Nguyen and Hadikusumo (2018), the frequency of project team
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development can also be extended by improving project managers’ competency of HRM tools
and techniques.
The Problem
Although DAWIA enables the development of a specialized, professional AWF, it
conversely has exacerbated cost growth in weapons systems contracts (Ritschel, 2012). Smirnoff
and Hicks (2008) emphasized cost growth and overruns in the acquisitions of major DON
weapons systems have been a source of substantial policy concern for over three decades.
Ritschel (2012) consented that even though DAWIA has enhanced the quality, expertise and
professionalism of DON's acquisition workforce, there are negative findings regarding the
effects of DAWIA. These effects relate to cost growth fallacies that do not reflect positively on
the design, implementation, and management of DAWIA (Ritschel, 2012). Ritschel (2012) also
insisted that beyond the inefficiencies of the DON’s AWF, DAWIA has also had a negative
impact on cost growth for many other DoD acquisition mission-oriented organizations
throughout the United States. This continues to underscore a need to improve the effectiveness of
how HRM tools and techniques are employed to support the Nation’s warfighters.
Recognizing the Problem. A contribution to the ineffectiveness of DAWIA to mitigate
inefficiencies, such as cost growth, is management incompetence (Eckerd & Snider, 2017).
Eckerd and Snider (2017) recognized the extent to which managerial competence levels
contributes to ineffective efforts to measure the performance of the DON AWF, and their
complex efforts to acquire weapons systems. This matter is clearly a concern that underscores a
need to infuse HRM practices (e.g., performance management) to enhance the ability for
DAWIA AWF employee development (Eckerd & Snider, 2017). This can be accomplished
through HRM tools and techniques that support the integration of DAWIA into DON acquisition
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mission-oriented organizations (Eckerd & Snider, 2017). Given the apparent lack of effective
management of weapons systems acquisition projects, a focused infusion of HRM tools and
techniques into the management of DAWIA is necessary (Eckerd & Snider, 2017). An infusion
of HRM tools and techniques are essential in order to measure and assess the effectiveness of
DON AWF employees, and their complex efforts to acquire weapons systems (Eckerd & Snider,
2017).
The Concept of Project Management
The concept of PM reflects the “temporariness” of a set of actions to reflect a task with a
designated end (Momeni & Martinsuo, 2018; Söderlund, 2011, p. 186). Mavi and Standing
(2018) emphasized the importance of project efficiency when it comes to project success.
Chofreh et al. (2017) suggested that the application of PM concepts and methodologies has
added significant value in the improvement of the overall competitive advantage, efficiency, and
performance for an organization for many project-based organizations.
Darling and Whitty (2016) emphasized that some characteristics of positive project
performance are: commitment, competence, empowerment, feedback, individual goals,
information, leadership, material resources, mission clarity, organization support, rewards,
satisfaction, team assessment, team coordination, and team unity. Formal feedback and
evaluation tools for monitoring and controlling relationship-management strategies and
processes are also important for continuous process improvement (Ershadi et al., 2019). Each of
the aforementioned competencies are paramount for project team members to continuously
develop in order to ensure the success of projects they commit to (Darling & Whitty, 2016;
Ershadi et al., 2019).
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Project-Based Organization. To manage multiple projects to meet strategic goals,
project-based organizations may compound projects into manageable layers (i.e., portfolios,
programs, and projects) in order to allocate and control resources (Shojaei & Flood, 2017).
Whereas portfolios exhibit the complexity of organizational objectives, programs help to
consolidate the projects (Shojaei & Flood, 2017). Ekambaram et al. (2018) professed that project
settings are stages for managing ambidexterity in relation to dynamic project capabilities.
Leadership within project-based organizations that are capable of capitalizing off of project team
ambidexterity as a lesson learned deliverable is contingent upon a project manager’s ability to
recognize current capabilities and exploration of new opportunities (Jørgensen & Becker, 2017).
Therefore, a project-based organization environment that is more predictable through recognition
of project team ambidexterity, is likely to oblige less stringent project monitoring (de Rooij et al.,
2019).
Baker et al. (2019) suggested that project-based organizations often face the problem of
skill shortages. Project-based organizations may have to limit projects if skills to facilitate local
projects become limited and are unavailable for work on projects (Fernández et al., 2017). By
implementing HRM tools and techniques project managers can help to improve project-based
organizational performance that is linked to skills shortages (Fernández et al., 2017).
Ferraris et al. (2019) emphasized that internal human capital can be optimized when
managed based on an HRM system of tools and techniques that follows a single overall
organizational strategy. This is because HRM tools and techniques can be deployed for
ambidextrous work within milieus settings where different project team member engagements
occur via either explorative or exploitative project work (Ferraris et al., 2019). The utility can be
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found in ambidextrous work by enabling project team members to continuously develop their
PM related competencies whilst performing project work simultaneously (Ferraris et al., 2019).
Project Manager. A competent project manager is essential to project success (Nguyen
& Hadikusumo, 2017). A project manager may have the difficult task of assigning project team
members to a variety of projects with varying deliverable dynamics (Anestis & Kleopatra, 2017).
Therefore, it is necessary for project managers to be competent in their ability to assign project
teams (Anestis & Kleopatra, 2017). As such, in order to successfully manage the aforementioned
complex projects, project-based organizations must enable project managers to employ HR
practitioners who can lead and manage the development of project team members’ KSAs
(Chofreh et al., 2017). Chofreh et al. (2017) advocated that doing so will enable project
managers to fulfill any requirements to implement the expectations that project stakeholders
expect throughout a given project lifecycle.
In order to remain effective at delegating tasks to project team members, and
communicate with HR practitioners, project managers should also learn to effectively use HRM
tools through modern information technology (Yang & Huang, 2016). As an example, this can
be realized through the implementation of ERP technology to assist in the management of
resources (Plaza, 2016). Yang and Huang (2016) found that in order to support communication
and cooperation between project team members, as well as with HR practitioners, project
managers should unremittingly adapt to continuously changing information technology
apparatuses so as to ensure that project assignments are being acknowledged accordingly as they
are assigned to project team members, as well as when support from HR practitioners is
necessitated.
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Recognizing the Stress Associated with Being a Project Manager. According to Anestis
and Kleopatra (2017), project managers often face difficulties when it is required for them to
reassign tasks to project team members. Part of a project manager’s stress derives from the
potential instability of factors that can impact a project (An et al., 2019). In particular, project
managers stress factors are relative to the problems that are formed as a result of their
characteristics and competencies which is indeed reflective of the HRAP theoretical
underpinning (Bouajaja & Dridi, 2017). Those factors could imply the instability of job
uncertainty and an unstable work-life balance that can occur throughout a project; in particular, it
is especially noticeable during the end of a project (An et al., 2019). However, project managers
who cross-train leadership functions with project team members secures assurance of project
success because the aforementioned stress factors can be delegated to those project team
members who are competently capable of taking on such roles in support of their project
manager (An et al., 2019; Scott-Young et al., 2019).
Project Risk Management through Effective Project Team Management. To sustain
functionality Chofreh et al. (2018) suggested that a value-based discussion with project team
members is essential. Project value-based meetings systematically ascend to conversations that
speak about strategies that are designed to embed sustainability into project value chains of
activities (Chofreh et al., 2018). Project value-based meetings are also essential in identifying
and reducing project related risk (Chofreh et al., 2018). According to Chofreh et al. (2016),
taking a proactive approach to project risk management through proactive planning and valuebased meetings can aid project teams in the avoidance of any potential problems during project
implementation.

EFFECTS OF PROJECT MANAGERS USE

47

Project Team. Batistič and Kenda (2018) advocated that project team members can have
a varying strategic value for their organization. A project team that has collectively gained
experience in performing project work is more than capable of using existing knowledge as a
tool to guide their actions (Popaitoon & Siengthai, 2014). As well, gaining experience and
knowledge is fundamental for project teams to invent new ways of working in order to more
effectively carry out specific project related work (Popaitoon & Siengthai, 2014). As such,
project team oriented working environments enable project-based organizations to prosper in
multifarious and dynamic environments via knowledge sharing amongst project team members
(Baker et al., 2019).
Having project teams share knowledge with other project teams, via value-based
meetings to discuss project risk factors, have many benefits that can reduce project risks
(Ekambaram et al., 2018). The aforementioned benefits can include reducing the risks associated
with varying levels of effectiveness pertaining to how HRM tools and techniques are employed
(Ekambaram et al., 2018). As well, the associated time and costs that are related to the
development of new project related knowledge transfer apparatuses, that stem from varying
levels of effective HRM tools and techniques employment, can be mitigated (Ekambaram et al.,
2018).
Project Stakeholders. If project stakeholders’ expectations are not met then
complications can arise for a project (Wu et al., 2018). Therefore, it is imperative that project
managers utilize their tools (e.g., HRM) to manage project stakeholder expectations (Wu et al.,
2018). The more stakeholders involved in a project the more uncertainty (e.g., confusion,
liabilities, opportunities, risk, etc.) that comes with project stakeholder expectations (Wu et al.,
2018). However, Ershadi et al. (2019) emphasized a need for concentration on project

EFFECTS OF PROJECT MANAGERS USE

48

stakeholders’ expectations, because project initiatives, must have a positive relationship with
respect to how stakeholder satisfaction will be met.
The Concept of Human Resource Management
Guinan et al. (2019) recognized that the planning, estimation, acquisition, development,
management, and control of project teams can be difficult because of the complexity that is
inherent with the task of synthesizing multiple disciplines, roles, and perspectives as they relate
to a given project. According to Pournader et al. (2015), project managers must focus heavily on
project functions (e.g., schedule management, budget management, and risk management).
However, project managers often do not focus enough on implementation, employment, and
management of the HRM tools and techniques to develop, as well as manage, project teams
(Pournader et al., 2015). This is largely in part due to project managers not having a
comprehensive understanding of the utility of, or how to effectively employ, HRM tools and
techniques (Keegan et al., 2018).
Human Resources Practitioners. A general concern of HRM is how and why
organizations can achieve and maintain competitive advantage by enabling human capital to
function effectively (Batistič & Kenda, 2018). Ferraris et al. (2019) implied HR practitioners are
the conduit between project managers, project team members, and executive level management.
Leite et al. (2017) linked the aforementioned project stakeholders via HR practitioners’
development of HRM tools and techniques. According to Ferraris et al. (2019), HRM tools and
techniques can have positive effects on project-based organizational productivity and therefore
enhance financial performance and reduce project risk. As well, effective use of HRM can offer
assurance to the success of a project by ensuring project team members are effectively used;
furthermore, reducing project risk (Ling et al., 2018). Although Leite et al. (2017) insisted that
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mainstream HRM literature continues to pay much greater attention to the management of HR in
routine organizations, there is good reason, given the utility of HRM within PM, for a need to
steer the focus on scholarly literature to the management of HR within projectized organizations.
Human Resources Allocation Problem. Practical application of the solution to the
human resources allocation problem can be located in different areas of PM (Djedovic et al.,
2018). Bouajaja and Dridi (2017) suggested human resources allocation is largely associated
with scheduling related problems. Nevertheless, restricted implementation and employment of
HRM tools and techniques are the principal dynamic that affects project resource scheduling
(Lin et al., 2018).
Bouajaja and Dridi (2017) also emphasized the complexity of human resources allocation
problem is due to the human characteristics (e.g., communication, goal setting, organization,
etc.) of project team members that are slated for project assignment. However, Djedovic et al.
(2018) found there have been efforts to solve the human resources allocation problem by
implementing PM software that can optimize aspects of PM via critical paths analysis.
Furthermore, cross-functional project team members can aid in the input of critical paths analysis
because their understanding of project functions can be triangulated in order to resolve human
resources allocation problem (Pak et al., 2016).
Nonetheless, it can be very time-consuming and potentially impossible to locate the
optimum distribution of human capital through manual changes to resource allocation plans
(Djedovic et al., 2018). However manageable, the problem can be especially difficult if
established processes are very complex and a high volume of resources are available to consider
(Djedovic et al., 2018). Therefore, the allocation of human capital should begin with an analysis
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of critical path tasks so as not to impact the total schedule duration that is planned for a project
(Celkevicius & Russo, 2018).
The Need to use the HRM Concept to Diversify Project Teams. Project based
organizations also benefit by utilizing HR practitioners to assist project managers in developing
and managing diverse project teams (Baker et al., 2019). However, those efforts may not be
initiated due to a potential unwillingness by organizational leaders to diversify project teams
(Baker et al., 2019). Different human characteristics (e.g., communication, goal setting,
organization, etc.) require different work settings (Zennaro et al., 2019). Moreover, HR
practitioners can support project managers and their project teams by engaging in diversity
assessments to mitigate matters surrounding project ergonomics (Zennaro et al., 2019). HRM
tools and techniques can support project managers who rely on social dimensions in order to
explore and exploit inter-organizational partnerships; in particular, amongst various project
teams (Ferraris et al., 2019). Therefore, there is a need to inform project managers and project
team members about the aspects of diversity that can transpire when working in various project
team formats (i.e., physical project teams or virtual project teams; Zuofa & Ochieng, 2017).
HRM Tools and Techniques. HRM tools and techniques are the exclusive methods to
express and enforce the organizational policies (Momeni & Martinsuo, 2018). HRM tools and
techniques are essential for project managers to initiate, plan, execute, control, and close projects
with both physical and virtual project teams (Zuofa & Ochieng, 2017). According to Ershadi et
al. (2019), soft factors such as HRM tools and techniques have substantial effect on stakeholder
behavior through innovation and quality improvement. As an example, Demirkesen and Ozorhon
(2017) posited that HR practitioners play a critical role in providing project teams with feedback
about project team member performance, as well as being sensitive towards employment
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relationships in order to emphasize workplace safety for the wellbeing of the project team
members. According to Becker and Smidt (2015), the risks that are innate to ineffective
implementation and employment of HRM will deliver a vital, value realization opportunity for
managers to consider the critical nature of human factors within their active projects.
HRM Tools. There are several HRM tools such as selection and onboard management
tools, performance management systems, training apparatuses, pay and reward systems, and exit
process tools (Fernández et al., 2017). The exploitation of HRM tools can emphasize the
ambidexterity of HRM as it relates to projectized organizations, with a need for project oriented
HRM functionality; operational organizations, with a need for operational HRM functionality; as
well as matrix organizations that yields a need for both configurations of HRM tool functionality
(Jørgensen & Becker, 2017). Moreover, the ambidexterity of HRM tools will vary in
functionality between projectized and operational organizations because each functional area
necessitates varying tools to enable HR practitioners to be in a role to support the predicated
organizational environment (Jørgensen & Becker, 2017). Nonetheless, a matrixed organization is
also likely to realize fluctuating roles for the implementation of HRM tools that is contingent
upon the dominant functional environment requirement (Jørgensen & Becker, 2017). Therefore,
project managers need to realize that the aforementioned tools are capable of flexing policy as
required in order to meet the needs of the organizational setting as a way to ensure the
continuous functionality of human capital management (Fernández et al., 2017).
HRM tools are found to contribute to project success by facilitating knowledge
management capabilities to improve project-related knowledge transfer through training and
development via HRM tools that are centric to career development (Popaitoon & Siengthai,
2014). Medina and Medina (2014) also emphasized the utility of HRM tools for measuring
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project team performance and overall long-term commitment for those projects that can last for
extended periods of time. Popaitoon and Siengthai (2014) emphasized a need for project
managers to consider how effectively HRM tools are employed to support their projects. This is
because those HRM tools that specifically address recruitment, selection, appraisal,
development, and rewards for project team members will vary from project to project (Popaitoon
& Siengthai, 2014).
HRM Techniques. HRM techniques that exclusively support PM differ from practices in
typical HRM operational models of management because the design of HRM techniques to
facilitate PM will vary between individual projects (Popaitoon & Siengthai, 2014). HRM
techniques that collectively align with project team member characteristics, as well as project
team structure and composition, support the recognition that HRM techniques can be
ambidextrous in order to support projects and operational initiatives by recognizing current
capabilities and exploring of new opportunities (Jørgensen & Becker, 2017; Popaitoon &
Siengthai, 2014). Furthermore, this viewpoint establishes the ability for HRM techniques to
support matrixed organizations, whether the emphasis be operational or projectized (Jørgensen &
Becker, 2017). Having an understanding of the duality of HRM, as is related to PM, could help
project managers to understand which, if any, HRM techniques are most conducive to projects at
the given time a project is underway (Hong et al., 2014). This perspective is indicative of the
fluidity that is necessary of HRM to support the indefinite dynamics that are commensurate with
PM as is relevant to the formality of a given project (Hong et al., 2014).
Principal HRM techniques within a projectized organization include position allocation,
staffing, recruitment, development, employee relations, assessment, and retention of project team
members (Farashah et al., 2019). According to Popaitoon and Siengthai (2014), HRM techniques
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that contribute to project success can develop a project team's required KSAs. As well, HRM
techniques can motivate project team members via project performance appraisals that can allude
to both monetary and non-monetary rewards (Popaitoon & Siengthai, 2014). However, HRM
techniques are most effective when they markedly promote recognition for project team
members’ abilities, level of commitment and personal motivation to complete their assigned
project, as well as their overall effectiveness in completing their projects (Popaitoon & Siengthai,
2014).
Ineffective Integration of HRM Tools and Techniques to Support Project Team
Member Selection. The selection of a potential project team member is highly perplexing
because an individual's level of competency in any skill set can be challenging to measure
without the use of concept of competency analysis techniques (Farashah et al., 2019). Therein
lies a problem; although there have been efforts toward creating reliable new HRM tools and
techniques for project team selection, staffing, and competency assessment, Farashah et al.
(2019) found that HR practitioners occasionally use shortcuts. Furthermore, Rahmanniyay and
Yu (2019) recognized that the proper use of HRM tools and techniques to select project team
members is a great challenge for project managers and HR practitioners in project-based
organizations. This is likely because the process of project team member selection involves
requiring project managers to work collectively and cohesively with HR practitioners to evaluate
various criteria for project team member candidates, education, experience, and relatability
(Farashah et al., 2019). A lack of cohesion and communication between project managers and
HR practitioners is likely to be a catalyst to the problem of project team member selection
(Farashah et al., 2019; Rahmanniyay & Yu, 2019).
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Human Resources Allocation Problem Theory
The HRAP theory helped to discern the way input from the scholarly SMEs related to
how and why a project managers level of effectiveness to allocate and employ HRM tools and
techniques, can affect project teams within acquisition mission-oriented organizations of the
DON. The perspectives of scholarly SMEs were then synthesized through the lens of a
constructivist viewpoint to develop themes that were underpinned by HRAP theory. Their
perspectives were synthesized in order to relate to how and why the effectiveness of how HRM
tools and techniques were allocated in support of PM, during the PRM construct processes.
Furthermore, HRAP theory framed the way in which interview questions were developed from
the viewpoints of scholarly SMEs that are observed throughout this literature review.
The Construct of Project Resource Management
An et al. (2019) suggested that in project-based organizations little attention is paid to the
well-being of project teams because of the potential to impact resources. Nonetheless, project
efficiency is achieved through effective use of resources management functions such as HRM
tools and techniques (Mavi & Standing, 2018). As can be seen in Figure 1, there is a complex
network of scaffolding that links the HRM and PM, and that scaffolding framework is PRM.
With respect to managing and developing project teams, Demirkesen and Ozorhon (2017)
implied that while employing HRM tools and techniques the following factors are critical:
Analysis of workforce staffing needs; establishment of reward systems for project personnel;
assessment of contribution, performance, and commitment to development initiatives; as well as
retention initiatives, which also may be considered a catalyst for some developmental employee
programs. To facilitate this need, HR practitioners promote favorable treatment of employees
via: Praise, fairness, supportive supervision, and developmental opportunities as a method to
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improve employee well-being, decrease attrition rates, encourage workforce development, and
improve project team member performance (Shanock et al., 2019).
Plan Resource Management. Zennaro et al. (2019) supported the realization that HRM
tools and techniques are becoming more relevant to PM resource planning processes. According
to Leite et al. (2017), planning to share human capital from various projects enables
organizations to allocate and use resources more effectively, thus using less resources on other
projects. However, it should be noted that HRM costs (e.g., training costs and wages) constitute a
major portion of project expenses (Rahmanniyay & Yu, 2019). Shared human capital that
perform project work across multiple projects can reduce the costs associated with training and
development (Rahmanniyay & Yu, 2019). This can be achieved by enabling HR practitioners to
ensure the same training and development apparatuses do not cross multiple projects
(Rahmanniyay & Yu, 2019). However, planning must be closely aligned to the strategies that are
implemented in order to control costs by ensuring project team members do not double up on
training as they work on multiple projects (Leite et al., 2017).
PRM planning costs associated with a project are often managed by enterprise resource
planning (ERP) tools in order to control costs (Plaza, 2016). Abu-Hussein et al. (2016) suggested
that HRM tools and techniques often do have major effects on how and why ERP is utilized
(e.g., work breakdown structures to monitor timecards of project team member work hours).
Another essential function of ERP is to assess project team development and training needs
(Plaza, 2016). ERP can be used to budget the funding that is required to be used to train and
develop project team members (Plaza, 2016). Enterprise information system (EIS) tools are also
used to plan project human capital resources (Mesároš et al., 2019). EIS tools are often designed
in a way to present HR practitioners with the functions that are necessary to process HRM and
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PM related data (Mesároš et al., 2019). However, it is ultimately up to the project manager to
effectively employee HR practitioners to utilize ERP and EIS tools to effectively plan, estimate,
acquire, develop, manage, and control project team members’ competencies (Abu-Hussein et al.,
2016; Mesároš et al., 2019; Plaza, 2016).
Project Team Planning. To plan for and make changes to the organizational structure of
a project team, there is a need for project managers to address logistical requirements, technical
requirements, as well as change management requirements (Karambelkar & Bhattacharya, 2017).
This is necessary in order for project managers to address all human aspects of their project team
members before making such change (Karambelkar & Bhattacharya, 2017). According to
Ekambaram et al. (2018), a flexible configuration of people and projects helps to provide
opportunities for project teams to overcome innovation and organizational change barriers so that
requirements from customers can be responded to in a timely manner. However, if project
resources such as human capital are restricted, poorly managed, and/or poorly planned, then
projects may not finish on time and within budget as originally planned (Lin et al., 2018).
Therefore, efforts to plan and allocate human capital should consider delays in the entire project
when there are resource gaps in desired skills to allocate across project work packages
(Celkevicius & Russo, 2018). As well, consideration for potential project delays is reason for
project managers to consider taking a more comprehensive approach to risk assessment and
planning by effectively employing HR practitioners to mitigate the risks associated with project
team planning (Becker & Smidt, 2015).
Estimate Activity Resources. Competency modeling can help to refine and improve
how HRM can be employed within the context of PM (von Meding et al., 2016). By capitalizing
on the functionality of HRM tools and techniques, human capital as a resource can be effectively
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estimated via resource leveling (von Meding et al., 2016). Resource leveling is a process of
reducing the total cost associated with a project by redistributing resources to activities to the
most cost-effective position within a project or multiple projects (Celkevicius & Russo, 2018).
According to Celkevicius and Russo (2018), with respect to human capital, this approach to
project resource estimation is primarily, to estimate and sustain hiring requirements and human
capital attrition for short term durations throughout iterative parts of project lifecycles. However,
a lack of human capital for carrying out critical path tasks may generate a delay in a specific task
related activity, further delaying projects as a whole (Celkevicius & Russo, 2018). Therefore,
effectively estimating activity resources via resource leveling is essential in ensuring project
teams are adequately staffed throughout a project.
Project Team Staffing. A process to measure project complexity, as it relates to staffing
requirements, comprises of measuring the number of participants within inter-organizational
relationships as they are associated with a given number of tasks that are germane to chartered
projects (Schneider et al., 2017). Zhang and Tian (2012) inferred that project managers should
engage project management via systematic lens, method, and theory that sees a project as being a
continuous endeavor that is consistently under the constraint of limited resources. The initial
scheduling of project task assignments (i.e., to adequately staff project teams) via manual task
scheduling usually consumes a substantial amount of project managers’ time and effort (Chen et
al., 2017). Therefore, these efforts can necessitate a considerable amount of project work
experience in the project schedule management knowledge area (Chen et al., 2017). These efforts
require for project managers to have extensive knowledge of the functionality of HRM tools and
techniques to schedule human capital for project activities (Chen et al., 2017).

EFFECTS OF PROJECT MANAGERS USE

58

Due to the aforementioned constraints, the need for HR practitioners to staff and onboard
project team members quickly is very relevant for projects (Batistič & Kenda, 2018). Therefore,
staff assignment decision-making needs to be purposed in order to match the available human
capital resources with the work package requirements for each project activities (Felberbauer et
al., 2019). Optimizing resource assignment can also be a hard task due to the possibility for
resources to be allocated simultaneously (Bouajaja & Dridi, 2017). Nevertheless, resource
management can be optimized if tools and techniques such as those associated with HRM are
effectively employed (Bouajaja & Dridi, 2017).
Acquire Resources. An et al. (2019) implied that due to the potential impact on overhead
resources, project-based organizations often tend to focus on the formation of already competent
project teams and less on the development of less competent project teams. According to
Demirkesen and Ozorhon (2017), there is a strong association between HRM and acquisition
related cost management initiatives. The relationships exist because recruiting costs, cost of
human capital, and training costs of project team members are strongly linked to cost
management activities (Demirkesen & Ozorhon, 2017).
Project managers also frequently face complex management situations because of limited
resource availability (Celkevicius & Russo, 2018). A problem associated with project team
member hiring is that the process can be expensive due to the extent which some project
managers go to outsource recruitment via third-party acquisitions (Rihm et al., 2018). Therefore,
Celkevicius and Russo (2018) suggested HRM tools and techniques need to be shared by
multiple projects in order to control the costs associated with project team member recruitment.
If necessary because specific competencies may often be needed and therefore can cause
significant difficulty for resources to be appropriately leveled (Celkevicius & Russo, 2018).
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Project Team Member Recruitment. According to Karambelkar and Bhattacharya
(2017), the process of onboarding of project team members necessitates communication and
collaboration between project managers, HR practitioners, and other project stakeholders.
Rahmanniyay and Yu (2019) also emphasized that project team member selection can be
challenging because the process may involve the evaluation of multi-complex criteria for project
candidates; such as years of education, experience, as well as structured interviews. According to
Chen et al. (2017), skill development is another objective that project managers should consider
when forming a project team. In addition, the effects of team dynamics germane to teamwork
relationships should be considered when analyzing project team skill efficiency (Chen et al.,
2017). Chen et al. (2017) also urged for project managers to consider employing various
recruitment strategies to cultivate talents in order to establish a talented team, which can limit the
risks of brain drain when forming a project team.
Develop Team. Human resources development should not only be seen as tools and
techniques to develop project members, but also project teams (Nguyen & Hadikusumo, 2017).
Human resource competency development can help project team members, as well as project
managers become aware of how HRM tools and techniques can support the project team
throughout a project (Nguyen & Hadikusumo, 2017). As an example, An et al. (2019) pointed
out that only a few studies have been conducted on the utility of HRM tools and techniques that
emphasize the importance for project managers to recognize significant project milestones, such
as the project closing phase. Furthermore, An et al. (2019) insisted that project closing phases are
a significant point in time within a project for project team member to need transitional
development and attentiveness to their well-being.
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Pak et al. (2016) emphasized the importance of cross-functional competencies amongst
project team members to perform multi-task functions. Felberbauer et al. (2019) emphasized
each project can consist of multiple work packages, whereas every work package requires a
stochastic amount of effort employed from a specific skillset. Therefore, Multitasking may affect
human productivity during projects (Anestis & Kleopatra, 2017). Furthermore, having
adequately developed project team members enable project managers to more efficiently manage
project resources (Anestis & Kleopatra, 2017).
Project Team Member Training and Development. Darling and Whitty (2016) explained
that project teams are made up of project team members with special KSAs that purpose them to
achieve project objectives under the direction of a project manager. Providing more formalized
training to transfer knowledge can result in overall lower project costs because of more
developed competencies amongst project team members (Plaza, 2016). Therefore, for the sake of
project sustainment, knowledge sharing and learning across project teams should be considered
an important function in the sustainment of project team’s autonomous work efficiency
(Ekambaram et al., 2018). According to Ekambaram et al. (2018), data collected from projects
that accumulate from assessed outcomes that occur throughout a project lifecycle can be
analyzed to produce knowledge. That knowledge can be shared and compared to other project
data in order to develop improved processes (Ekambaram et al., 2018). Plaza (2016) further
suggested that the data can be ascertained from reports that are derivative of ERP tools that are
implemented to facilitate the management of project resources. The development and
transference of tacit knowledge and other intangible resources usually have an impact on the
ability for a project team to sustain their ability to maintain autonomous project performance
(Hung, 2017).
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The process of developing a project team could be viewed synonymously with
developing an organization within an organization, and by default that organization requires the
same HRM attentiveness as the part of the organization that is not subject to project management
(Bouajaja & Dridi, 2017). HRM has changed from an initial role of managing labor related
matters and personnel staffing efforts to a role of improving efficiencies in human capital
management strategies (Lee et al., 2018). In order to be productive in this process evolution, Lee
et al. (2018) insisted HRM has to adapt to training and development as being a front running
instrument of the HR practice. According to Lee et al. (2018), training and development are key
factors of business management strategies, such as PM, because the function promotes
competitiveness through sustainable development. Lee et al. (2018) advocated the need for
executive level management support to enable project teams to function. Lee et al. (2018)
suggested that one layer of support that is necessary from executive level management is their
emphasis of project team development via training and development initiatives.
Manage Team. According to Jin et al. (2019), strategy is a human activity that is related
to human needs, and addresses the necessity for change to the present need for HRM support in
order to sustain the project-based organization environment. Notwithstanding, HRM tools and
techniques can be fluid in projects if managed appropriately (von Meding et al., 2016).
Therefore, project teams build commitment to project efforts as team member relationships are
developed (Momeni & Martinsuo, 2018). However, project teams need autonomy to perform
their tasks (Ekambaram et al., 2018).
According to Abu-Hussein et al. (2016), HRM is inclusive to all aspects of managing a
project team. Anestis and Kleopatra (2017) emphasized that HRM tools and techniques are
essential to a project managers ability to manage a project team by assigning multitask work-
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package requirements to project team members. However, Batistič and Kenda (2018) argued that
HRM does not passably address how and why organizations can manage and differentiate
employees in more complex short term projectized activities. Albeit there is one specific
universal goal for a project team, and that is to complete the project on time and within budget;
nevertheless, each project team member has their own goals to pursue (Medina & Medina,
2017). Nonetheless, Malecic (2017) insisted that in general, a functional system of organizational
tasks should encompass a complex variety of concrete systems in order for project managers to
effectively manage the delegation of work-package tasks and assess the respective project team
members that are relative to a given project.
Project Team Member Assessment. Salovaara and Bathurst (2018) postulated that for the
sake of a project team and the associated members, project managers need to consider the social
and psychological effects of the systems that are being used to assess their project performance.
Such attention should be emphasized because these psychological effects can affect project team
member performance (Salovaara & Bathurst, 2018). In some instances, third-party assessors may
be employed to remove bias; however, the cost of third-party assessors can be high (Rihm et al.,
2018). The cost associated with third-party assessments may implore organizations to require a
reduced number of assessors and can thereby affect project cost and schedule management
processes (Rihm et al., 2018). Nonetheless, project managers need to remain cognizant that
complex rules imposed on assessors, regardless of whether they are internal or third-party, can
cause project scheduling problems which is a catalyst for increased project expenses (Rihm et al.,
2018).
Abu-Hussein et al. (2016) emphasized that incentives should be always associated with
the performance of project team members. However, if used recklessly, motivators such as
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incentives gained through competition amongst projects can spell disaster for organizations (von
Meding et al., 2016). With this being a possibility, project managers need to be aware that
disasters can occur within an organization because important information, that should be fluid
across organizational programs or portfolios, may be restricted by project team niches that are
caused by irresponsible competition (von Meding et al., 2016). Nonetheless, project team key
performance indicators that are used by assessors to extensively measure the performance of
projects and project teams will determine whether or not such incentive is merited (Mesároš et
al., 2019).
Control Resources. Humans, by nature, tend to follow reasonable management
directives, which can be viewed as a failsafe to safeguard project cost strategies, and a measure
of quality control throughout the duration of a project lifecycle (Salovaara & Bathurst, 2018).
Therefore, project-based organizations should evaluate the overall viability of the project and the
resources that are commensurate with the project at the beginning of their projects (Demirkesen
& Ozorhon, 2017). This measure of control should help to establish cost management strategies
that enable project managers to monitor and control project performance (Demirkesen &
Ozorhon, 2017).
Lin et al. (2018) insisted project managers should also focus on resource fluctuations in
order to maximize resource utilization efficiency, as well as to mitigate extensive project
durations that could affect project performance via unintended scope creep. Virtual project teams
whose members come from a mix of cultural orientations, in terms of approaches to problem
solving, communications, work ethics can expand the capabilities of a project (Zuofa & Ochieng,
2017). However, project managers need to be cognizant of and control the likelihood of project
scope creep (Zuofa & Ochieng, 2017). Nonetheless, various research findings have revealed that
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the employment of HRM tools and techniques to support the adaptation to agile HRM
methodologies are an efficient way to yield significant advantages in controlling project costs
that could fall out of control due to scope creep (Huzooree & Ramdoo, 2015). As well, agile
HRM methodologies help project team members to sustain deliverable time-to-market timelines,
overall complexity, and quality improvement of HRM tools and techniques over traditional
HRM methodologies (Huzooree & Ramdoo, 2015). Furthermore, HRM agility helps to steer
project-based organizations to a level of sustainment based on lessons learned towards going
agile in software project management (Huzooree & Ramdoo, 2015). According to Huzooree and
Ramdoo (2015), project related problems can also be mitigated with agile-driven HRM
approaches, which are a departure from plan-driven traditional HRM approaches. Agile HRM
and PM are flexible (Kong et al., 2018); furthermore, Kong et al. (2018) attested to the reality
that flexibility is an important value-added capability for project team members. Regardless, a
transformation from rigidity to agility can be a rather cumbersome feat to accomplish in a short
period of time; therefore, project managers will do well to approach such initiatives with
strategic caution (Salovaara & Bathurst, 2018).
Project Team Member Retention. Kong et al. (2018) expressed that the sole premise for
project human resources management functions is to ensure people with the necessary
competencies are on the team and to ensure they are retained and properly managed throughout
the lifecycle of the project. Executive level management influence and buy-in to retention
initiatives is paramount for HR practitioners’ ability to effectively support project teams beyond
their respective projects, which is a driver for retention of effective project team members (Lee et
al., 2018). Their buy-in supports HRM tools and techniques such as awards, job security, vested
training and development and advancement opportunities are keys to retaining project team
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members (Kong et al., 2018). In other words, retention of project team members through
effectively managed human capital development methodologies can help to enable project team
members develop and sustain the knowledge gained, as well as improve overall organizational
functionality beyond the scope of PM (i.e., organizational operations).
Related Studies
The search for scholarly literature that was conducive in nature to this case study was
conducted within the Liberty University Jerry Falwell Online Library resource. The databases
within this resource that were explored to seek and locate scholarly journal articles that are
germane to this case study included: APA PsycNET, Cambridge University Press, Creative
Commons, Cross Mark, Emerald Insight, Nexis Uni, Pro Quest, SAGE Publishing, Science
Direct, Springer Publishing, and Wiley Online Library. Collectively, as outlined in Tables 1 and
2, there were 116 scholarly journal articles, 15 scholarly books, and six publicly attainable
federal informational resources were reviewed for this case study; of which, there were 77
scholarly journal articles, four scholarly books, and two publicly attainable DON operating
guides were reviewed for this literature review. In addition, an operating guide that pertains
directly to the DAWIA, as well as the PMBOK Guide (2017) were reviewed in support of this
literature review.
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Table 1
Total Scholarly Sources Reviewed in Case Study
Literature

Older

Type

Peer

2015

2016

2017

2018

2019

2020

Total

Percentage

than

or

Reviewed Reviewed

2015

Newer

28

10

12

26

23

16

1

116

84.7

Books

9

2

1

1

2

0

0

15

10.9

Other

3

0

1

1

0

1

0

6

4.4

Total

40

12

14

28

25

17

1

137

100

8.8

10.2

20.4

18.3

12.4

0.7

100

2019

2020

Total

Reviewed Reviewed

Review
Articles

Percentage 29.2

Table 2
Total Scholarly Sources Reviewed in Literature Review
Literature

Older

Type

than

or

2015

Newer

Peer

2015

2016

2017

2018

Percentage

8

8

8

19

19

15

0

77

92.8

Books

1

1

0

0

2

0

0

4

4.8

Other

0

0

0

2

0

0

0

2

2.4

Total

9

9

8

21

21

15

0

83

100

10.8

9.7

25.3

25.3

18.1

0

100

Review
Articles

Percentage 10.8
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Anticipated and Discovered Themes
Creswell (2014) acknowledged that as research is planned themes will not be known.
However, Creswell (2014) insisted that as research continues themes will begin to arise, which
will eventually guide the development of the research as it progresses. With respect to case
studies, Yin (2018) implied that as patterns in research emerge characteristics of research begin
to form. Characteristics of this literature review have aided in the formation of the following
three themes that will guide the research through the steps that proceed the exploration of the
effects of project managers’ use of HRM tools and techniques to plan, estimate, acquire, develop,
manage, and control project teams within acquisition-mission oriented organizations of the
DON.
Anticipated Themes. HRM is fundamental to PM (Jin et al., 2018). Therefore, three
themes were anticipated to populate this research. Considerable research recognizes that HRM
holds a critical role in the success or failure of a project (Celkevicius & Russo, 2018). The
critical role of HRM lends to the anticipation of themes regarding project process efficiency that
is contingent upon HR to retain a level of project team effectiveness that is necessary to manage
a project efficiently.
Anticipated Theme One. Ling et al. (2018) postulated that effective employment of HRM
tools and techniques can guarantee that project team members are enabled to perform project
work efficiently; furthermore, project risk is reduced and the return on investment maximized.
Shaw (2017) supported the influence of HRM tools and techniques on PM practices and
strategies by emphasizing that literature relative to HR identifies various HRM tools and
techniques that can contribute to the exploration of methodologies that may develop improved
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PM practices. Nonetheless, developing project teams would do well to establish best practices so
that follow-on project teams can follow by example (Pak et al., 2016).
Anticipated Theme Two. According to Shaw (2017) projects can be conduits for sharing
knowledge across an organization. Moreover, different project management process factors
affect the outcome of project successes, especially in project teams that have previously
completed projects together (Nguyen & Hadikusumo, 2017). Project knowledge sharing via
lessons learned is an important role for project managers to facilitate amongst organizational
stakeholders (Shaw, 2017). Therefore, the second anticipated theme was that HRM tools and
techniques are considered viable functions of PRM that are necessary to enable project managers
to share knowledge via training and development opportunities.
Anticipated Theme Three. The overarching perception gained from conducting this
literature review is that the problem of ineffective use of HRM tools and techniques to facilitate
projects exists throughout many other types of organizations beyond the DON or DoD.
Nonetheless, enabling project managers to gain a clearer understanding of how to effectively
implement and employee HRM within their projects is essential to the success of their projects.
Therefore, it is thematically anticipated that the results of this research will add value to the PM
and HRM practices because there is a general perception that although the utility of HRM tools
and techniques are not fully understood, HRM tools and techniques are advantageous to all
project stakeholders in one or more forms.
Themes Discovered within the Literature. HRM, with the right attitude and correct
behavior, is considered to be one of the most important asset in a project-based organization;
therefore, strategies should result in tactics that effectively allocate HRM tools and techniques as
needed (Huzooree & Ramdoo, 2015). HR practitioners should align the employment of HRM
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tools and techniques (recruitment, training, performance monitoring, selection, participation,
organizational culture, and organizational management) with project-based organizational goals
(Fernández et al., 2017). As well, successful projects, when scheduled, budgeted (e.g., project
team member wages), sourced (i.e., project team members recruited and staffed into appropriate
positions), and innovated (e.g., with innovative information technology and support by agile
HRM methodologies), tend to perform efficiently (Hung, 2017). Therefore, review of the
scholarly literature aided in the development of three themes that were aimed to support the
continued development of this case study. Theme one related to HRAP theory to discern the HR
allocation strategies that contribute to the problems associated with varying levels of
effectiveness relating to how HRM tools and techniques are employed in support of PM during
PRM processes. Theme two is guided by HRAP theory in order to discern how and why project
managers effect the allocation of HRM tools and techniques. Furthermore, theme two recognized
how the allocation of HRM tools and techniques can contribute to PM related problems that stem
from the level of effective use during PRM processes. Theme three is guided by HRAP theory to
distinguish how and why lessons learned about problems associated with the effectiveness of HR
allocation are not realized by project managers, project team members, HR practitioners, and
executive level management. Furthermore, theme three addressed the need to change the way
HR is allocated by project managers to improve the effectiveness of the employment of HRM
tools and techniques to support project teams.
Theme One. This research suggested that the level of effectiveness associated with a
project team’s performance can stem from communication issues (Hung, 2017). Tansley et al.
(2013) argued that project teams often struggle to be fully effective because of the unmet
expectations that reflect HR practitioners’ inability to effectively provide HRM related benefits
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for project team members due to ineffective communication. As well, Tansley et al. (2013) also
implied that project teams can struggle if they feel as if though HR practitioners can disrupt the
flow of project work because of an overabundance of HRM related policies (e.g., having to
participate in training too often throughout a project lifecycle). Moreover, Tansley et al. (2013)
insisted that project teams often dissent from HRM integration if HR fails to adapt to a
projectized work format in lieu of an operationally repetitive format. By not recognizing the
opposition amongst project team members and HR practitioners, that is a product of
miscommunication, lack of communication, and/or the communication of unsuitable strategies,
the disconnect between those project stakeholders will continue to expand (Aust et al., 2015).
Aust et al. (2015) insisted that there is a strong need to develop a refined understanding of the
impact that occurs from a lack of cohesion that stems from communication issues between
project managers, HR practitioners, and organizational executive level management. Therefore,
the first theme discovered within the scholarly literature that is consistent in this case study is
that efforts to communicate effectively are catalyst to the ineffective implementation and
employment of HRM that is facilitated for project teams within acquisition mission-oriented
organizations of the DON.
Following the footprint of HRAP theory, it is appropriate to recognize that social network
optimization has become key to an improved allocation of HRM tools and techniques to support
project teams (Hu, 2019; Lin et al., 2018; Matta et al., 2015). Moreover, the complexity of a
given project team directly relates to the complexity of the corresponding project network (ScottYoung et al., 2019). Batistič and Kenda (2018) argued that the socialization of new project team
members might be dependent on work task complexity, which touches upon work attributes such
as task, job, and social and organizational environment. As well, project managers could
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consider using social network analysis tools to evaluate and learn from the dynamics that are
synonymous with project stakeholder expectations in order to gain awareness of stakeholders’
intentions for the project (Basten & Haamann, 2018; Berta et al., 2015; Wu et al., 2018). This
effort can be seen as necessary because of the unlimited effect that the level of influence project
team members’ and HR practitioners’ behaviors can have on project performance (Shaw, 2017).
Therefore, there is a need to understand how and why the behaviors of the aforementioned
internal project stakeholders within acquisition mission-oriented organizations of the DON, can
affect a project managers ability to effectively employee HRM tools and techniques in support of
their projects during PRM processes.
Theme Two. Scott-Young et al. (2019) emphasized that PM literature has concentrated
predominantly on vertical-power of a project manager and not so much on the complexity of a
project team and how to manage project team members efficiently via effective allocation and
employment of HRM tools and techniques. For example, HRAP theory can expose problems
related to schedule and cost overruns on projects, which can partly be attributed to lapses in
appropriate use of HRM tools and techniques because project team members may not be aware
of essential aspects of a project that is impacted by HR influence (Hu, 2019; Jin et al., 2018;
Matta et al., 2015). Therefore, HRAP theory ascertains the impact of project managers’ and HR
practitioners’ behavioral influences as they are related to HRAP theory.
Having an understanding of how the aforementioned behaviors and HRAP can help to
improve a project manager’s understanding of how to employ HRM in order to improve overall
PM schedule management and relative costs (Basten & Haamann, 2018; Bouajaja & Dridi, 2017;
Jin et al., 2018). Therefore, the second theme discovered within the scholarly literature that is
consistent in this case study is that a lack of project managers’ understanding of the full utility of

EFFECTS OF PROJECT MANAGERS USE

72

HRM tools and techniques and how they should be effectively allocated in order to support
project teams via PM during PRM processes. Furthermore, this lack of understanding
underscores the need to recognize how and why ineffective allocation of HRM, in order to
facilitate project teams within acquisition mission-oriented organizations of the DON, can affect
the acquisition of weapons systems for USN and USMC warfighters.
Theme Three. A combination of low project team maturity, recruitment, and retention
can have a significant impact on project team members’ ability to gain the competencies that are
necessary to work in mature projects over time (Medina & Medina, 2017). Hence, coordination
between executive level management, project managers, and HR practitioners is vital to the
success of project managers (An et al., 2019). Lee et al. (2018) professed that it is absolutely
essential for executive level management to support project teams by buying into the HRM tools
and techniques that can sustain the aforementioned competency development for project team
members. Executive level management are also essential in aligning support systems to develop
project teams (Mavi & Standing, 2018). Therefore, executive level management should highlight
the utility of HRM in order enable project team development (Lee et al., 2018).
Coelho et al. (2015) argued that it is important for executive level management to
understand how and why HRM is perceived by individual project team members in order to
comprehend how HRM is linked to organizational performance. Coelho et al. (2015)
demonstrated that if executive level management focused on expressing the consistency,
distinctiveness, and fairness of how HRM tools and techniques can benefit project teams if
implemented and employed effectively, a strong organizational climate may form that
encourages project team members to demonstrate cohesiveness within the organization. Coelho
et al. (2015) also insisted that consistency from leadership is key to sustaining cohesion;
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therefore, it is apparent that executive level management can play a significant role in how
effectively HRM is being employed to support project teams.
Influence of executive level management can remain consistent because portfolio and
program management hierarchies enable executive level management to remain cognizant of
how HRM tools and techniques are allocated across projects (Shojaei & Flood, 2017). This
reality encumbers the need to recognize how HRAP theory can be employed to ascertain how
and why stakeholders such as executive level management facilitate the allocation and
integration of HRM tools and techniques to enable project managers to plan, estimate, acquire,
develop, manage, and control their project teams (Bouajaja & Dridi, 2017; Hu, 2019; Matta et
al., 2015). Therefore, the third theme discovered within the scholarly literature that is consistent
in this case study is that engagement by executive level management during projects has an
effect on how project managers employee HRM tools and techniques in order to support project
teams within acquisition mission-oriented organizations of the DON. Furthermore, there is a
need to learn how and why the level of commitment of project team members, HR practitioners,
as well as executive level management within acquisition mission-oriented organizations of the
DON can effect a project managers’ ability to effectively employee HRM tools and techniques in
support of their projects during PRM processes.
Themes Discovered during the Analysis of Participant Interview Data. During the
analysis of interview participant responses there were three theme discovered. These themes
were correlated with the anticipated themes and the themes that were discovered during the
review of scholarly literature. In comparison each of the themes are relative to the anticipated
themes and the themes that were discovered during the review of scholarly literature.
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Discovered Theme One. The most prominent participant data resulted in a primary theme
that suggested a productive project manager and HR practitioner relationship is central to
effective PRM processes, policies, and procedures. The coded emergent ideas that codified this
discovery are: PM and HRM relationships, PM commitment to using HRM tools and techniques,
communication issues, HR competence, project managers effecting the use of HRM tools and
techniques, and effective use of HR to manage resources. This discovered theme is relative to
themes one and two that were discovered during the review of scholarly literature because there
is an implication of cross-functional knowledge transfer being inhibited due to a lack of
communication between DON project managers and DON HR practitioners.
Discovered Theme Two. The other prominent participant data resulted in a primary
theme that suggested there is minimal teamwork between DON project managers and DON HR
practitioners to form effective PRM processes, policies, and procedures. The coded emergent
ideas that codified this discovery are: acquire, control, develop, lack of project management
knowledge, manage, project team satisfaction, ineffective use of HR to manage projects,
integrate PM and HR, and project managers’ acceptance of HR. This discovered theme is also
relative to themes one and two that were discovered during the review of scholarly literature
because there is an acknowledgement that a project manager’s lack of understanding of HRM
tools a techniques are a catalyst to their ineffective use to plan, estimate, acquire, develop,
manage, and control project teams so that their projects can be completed efficiently.
Discovered Theme Three. The participant data also resulted in a primary theme that
suggested there are limited resources to enable productive project manager and HR practitioner
relationships. The coded emergent ideas that codified this discovery are: technology, funding is a
driver, executive influence, lack of HR tools to support PM, and HR considering how to support
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project stakeholders. This discovered theme is relative to theme three that was discovered during
the review of scholarly literature because of the identification of executive level management as
being a gatekeeper to resources that are necessary to for DON project managers and DON HR
practitioners to work together productively.
Summary of the Literature Review
This literature review commenced with an explanation for why the literature review was
conducted. A summary and two Tables of the scholarly resources were depicted to display the
types of work reviewed. Following the summary was an outline of how the HRAP theory guided
the literature review and the formation of themes. A description of the workforce to which this
research is applicable is provided before describing the concepts of PM, HRM, and the construct
of PRM. Perceptions of scholars’ perspectives that will guide this research and the potential
perceptions that result from the case study where discerned. The literature review concluded with
a review of themes discovered within the literature. They were the expanded upon to elaborate
how the factors within each theme effect DON project managers use of HRM tools and
techniques to plan, estimate, acquire, develop, manage, and control project teams so that their
projects can be completed efficiently. After this elaboration, the themes were compared to the
themes that were discovered during an analysis of the data that was collected during participant
interviews with DON project managers and DON HR practitioners.
Summary of Section 1 and Transition
In the first section of this research the background of the problem, problem statement,
and purpose statement regarding the use of HRM to facilitate PM in DON acquisition missionoriented organizations were introduced. The nature of the study was expanded upon so that the
reader can understand how and why the research methodology and design were chosen. The
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qualitative multisite case study design was selected because the constructivist paradigmatic lens
aims to expand empirical knowledge through exploration of the perspectives of those affected by
the problem (Chandra & Shang, 2017; Smith & Shaw, 2019). A definition of terms relative to the
DoD, DON, HRM and PM; as well as a set of assumptions, limitations, and delimitations, were
posited to aid the reader in gaining an understanding of the unique terminology and scope of this
research. The significance of the study was emphasized so that the reader can understand how
and why this research will reduce the gap in PM and HRM bodies of knowledge; whereby, the
value within is codified through the integration of biblical scripture. An exhaustive literature
review of scholarly works, commensurate with projects related to the DoD, DoD AWF, DON,
DAWIA, and HRM, was integrated into this research by articulating the findings of those
authors’ intellectual perspectives. Those findings helped to form the conceptual framework that
guided the development of this research.
The next section of this research builds upon the dynamics of the research project and
how the research project will be conducted. Key elements of this section include the project
purpose, role of the researcher, participants, research method and design, population sampling,
qualitative data collection, qualitative data analysis, and qualitative reliability and validity. The
section will close with a transition to Section 3, the application to professional practice and
implication for change.
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Section 2: The Project
In this section the purpose statement was revisited in order to emphasize the reasoning for
the research to be conducted. The role of the researcher, as well as who the participants are, are
addressed to identify the impact of each stakeholder in this research. The research method and
design are highlighted to convey how the research was conducted. The research population and
sampling are introduced to discuss the research sampling strategy. Data collection methods are
discussed to identify the instruments, data collection techniques, and data organization
techniques. The data analysis methods and coding process are observed to specify how the data
were interpreted. The reliability and validity of the research are examined to underscore the
utility of the methods by which the research was conducted.
Purpose Statement
The purpose of this proposed multisite case study is to explore how project managers,
within acquisition mission-oriented organizations of the DON, use HRM tools and techniques to
plan, estimate, acquire, develop, manage, and control project teams in order to complete projects.
By extension, this research will help researchers explore how project managers in general use
HRM tools and techniques to plan, estimate, acquire, develop, manage, and control project teams
in order complete projects. Due to the dynamic role of PM in the development of Naval assets,
PM is regarded as an essential function of the DON (Darling & Whitty, 2016; Hur, 2018; Sandhu
& Khan, 2017). Sandhu and Khan (2017) pointed out that the DON has realized the value of the
human dimension of PM as far back as the period when the Panama Canal was being
constructed. Furthermore, Salovaara and Bathurst (2018) acknowledged that project outcomes
fall on the shoulder of project teams and are of particular significance within the DON.
Therefore, this research was conducted because there was need to explore the perspectives of
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project managers and HR practitioners within acquisition mission-oriented organizations of the
DON. The resulting data collected during this research was analyzed in order to interpret and
describe the impact of each stakeholders’ perspective as was related to their functional
relationships. This research helped to ascertain whether or not the aforementioned stakeholders’
functional relationships are effective in employing HRM tools and techniques to plan, estimate,
acquire, develop, manage, and control project teams in order to complete projects. At this point
in the research, the phenomenon was generally defined as being related to the relationship,
teamwork, and shared resources between project managers and HR practitioners within
acquisition mission-oriented organizations of the DON.
Role of the Researcher
Qualitative research is built around an experiential understanding; therefore, those that
collect data for qualitative research can be directly or indirectly involved in the research (Stake,
2010). In this qualitative research, the researcher was the instrument who often played a
subjective role to the research by applying personal experiences to posit interpretations (Stake,
2010). Qualitative researchers need to ask questions, listen well, stay adaptive, have a solid
understanding of the problems being studied, and always conduct research through an ethical
lens (Yin, 2018). During this case study research, data, in the form of real-world experiences of
participants was gathered via semi-structured interviews. Semi-structured interviews were guided
by open ended questions in order to stimulate conversation between the researcher and the
interviewee (Yin, 2018). The open-ended conversation format was designed to channel
experiential related responses regarding the concepts of PM, HRM, and the construct of PRM
from participants.
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Conducting Research through an Ethical Lens
Qualitative case study researchers involve technical aspects of data collection through an
ethical lens in order to curb dilemmas, such as dealing with the sharing of private information
without consent (Yin, 2018). According to Yin (2018), all case study researchers should strive
for maintaining the highest ethical standards while conducting research. Consistent with
Creswell (2014), in qualitative research, researchers should reflexively identify any personal
background information, such as gender culture, and socioeconomical class, as well as personal
bias in order to avoid ethical issues that may affect the research. During this research personal
background information such as: gender culture, socioeconomical class, and personal bias were
not collected.
Controlling Bias in Research
According to Leedy and Ormrod (2015), researchers who conduct qualitative research
should strive to achieve balance, fairness, and completeness in data they collect and the
interpretations they make; as well, researchers need to prudently document analysis procedures
and be upfront about any personal biases. To listen effectively is to receive information via
multiple modalities in order to make ardent observations without bias (Yin, 2018). Creswell
(2014) insisted that in a qualitative research design, the researcher is often involved in sustained
and intensive experiences with participants of the research. Therefore, researchers need to
identify past experiences with the research problem (Creswell, 2014). As well, researchers need
to be explicit in explaining how their past experiences may form their interpretations of the
collected data (Creswell, 2014). Researchers also need to identify any relationships with the
research participants (Creswell, 2014). Although the researcher is a HRM practitioner who
manages projects within an acquisition mission-oriented organization of the DON, during this
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research data were not gathered from stakeholders of the same DON acquisition mission-oriented
organization, nor were interviews conducted with participants who have a working relationship
with the researcher. This approach was taken in order to ensure personal and professional bias, as
well as any form of reflexivity were deterred during this research (Creswell, 2014; Stake, 2010).
Listening Well, Asking the Right Questions, and Being Adaptive
The ability to posit good questions is a prerequisite to case study research, because the
intent is to collect a rich dialogue to interpret (Yin, 2018). During this research the semistructured interviews administered by the researcher were aligned to the research questions. It is
important for a researcher to stay adaptive because it is inevitable that with changes, some could
be minor and some could be major; as well, a need may arise for the researcher to pursue an
unexpected lead in order to identify a new element of the research (Yin, 2018). The researcher
followed up with the interviewees in order to validate responses via validation triangulation and
member checking techniques (Creswell & Poth, 2018).
Yin (2018) insisted that all case study researchers should have an understanding of
relevant theoretical or policy issues because it is always necessary for a researcher to make
analytical judgement calls throughout periods of data collection. Nevertheless, without a solid
understanding of the research subject matter, there could be significant clues passed over without
conscious regard (Yin, 2018). A researcher must also be cognizant of the need to consistently
interpret data throughout the collection process in order to know right away if contradictions
exist in the data (Yin, 2018). Therefore, the researcher’s background in both PM and HRM
professions aided in the understanding of concepts, thoughts, and/or opinions introduced by
interview participants’ responses. As well, the researcher’s background enabled the researcher to
be adaptive during the conduct of interviews and analysis of results.
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Research Methodology
During scholarly research different types of research methods were considered in order to
determine what type of data were needed to be collected and what to do with that data (Creswell
& Poth, 2018; Stake, 2010). According to Stake (2010), various research designs will need to be
considered by the researcher in order to determine how to employee the most effective research
design for a researcher’s intended study. The following information aided the researcher in
determining the appropriate method and design to codify a plan to conduct the research in order
to answer the research questions that steered this research.
Discussion of Flexible Design
With the qualitative research method being the chosen platform to conduct this research,
five qualitative research designs were considered. The research design most conducive to this
study is the case study research design. The specific type of case study selected for this research
was the multi-site case study because during this research SMEs from multiple sites were
interviewed in order to interpret their professional perspectives at acquisition mission-oriented
organizations that oversee the acquisition and development of various types of deliverables. Each
qualitative research design is described below with reasoning for why the research design was
considered then selected or not selected to conduct this research.
Narrative Research Design. According to Creswell and Poth (2018), the narrative
research design originated through the study of anthropology, education, history, literature,
sociolinguistics, and sociology. The narrative research design is a design of inquiry that stems
from the aforementioned humanities that are commensurate with the researcher’s field (Creswell,
2014). During narrative research, the researcher seeks to know the research participants by
listening to the stories of their lives (Creswell, 2014). Given that the intent of this research was to
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explore multiple cases that were bound by two processes (i.e., PM and HRM) inside the realm of
acquisition mission-oriented organizations within the DON, a narrative research design was not
conducive to this research as it was designed (Creswell & Poth, 2018).
Phenomenology Research Design. Creswell and Poth (2018) pointed out that the
phenomenology research design has strong philosophical roots. According to Leedy and Ormrod
(2015), a phenomenological research study refers to a person’s perception of the meaning of a
particular event, divergent to the event as it occurs externally to that person. Stake (2010) upheld
the idea that through phenomenology, reality is known via sensory experiences. The focus of this
research was not to explore a particular phenomenon or phenomena alone; instead, the focus of
this research was to conduct in-depth analysis of multiple cases that are bound by HRM and PM
processes inside the realm of acquisition mission-oriented organizations within the DON.
Therefore, a phenomenological research design was not conducive to this research as it was
designed.
Grounded Theory Research Design. According to Creswell (2014), grounded theory
research is a sociological design on inquiry where the researcher seeks to build abstract theory of
actions, interactions, or processes that are grounded within the views of research participants.
Leedy and Ormrod (2015) maintained that in grounded theory research, theory that emerges from
the research is consequent from and grounded in data that have been amassed in the particular
field of study rather than deriving researched literature. The premise of this research was not to
develop theory, but rather to conduct in-depth analysis of multiple cases that were bound by PM
and HRM processes inside the realm of acquisition mission-oriented organizations within the
DON. Therefore, a grounded theory research design was not conducive to this research as it was
designed.
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Ethnography Research Design. Creswell (2014) explained that ethnography research
stems from anthropology and sociology. During ethnography research, a researcher considers, in
depth, the common culture of an entire group (Leedy & Ormrod, 2015). Through ethnography, a
researcher can study shared patterns of actions, behaviors, and language of an integral cultural
group within a natural setting throughout an extended amount of time. This research was not
being conducted in order to ascertain a particular pattern of behavior within the confines of an
entire culture sharing group. Since the emphasis of this research was not to ascertain a particular
pattern of behaviors within the confines of an entire culture sharing group, but rather to conduct
in-depth analysis of multiple cases that are bound by HRM and PM processes inside the realm of
acquisition mission-oriented organizations within the DON, an ethnography research design was
not conducive to this research as it was designed.
Case Study Research Design. During a case study a certain individual, program, or
event is studied for a pre-defined span of time (Leedy & Ormrod, 2015). Creswell (2014)
implied that case studies are a design of inquiry that is found throughout many fields, to include
business, which is one catalyst for cause to choose to conduct a case study. During a case study a
researcher evaluates the dynamics of activities, events, processes, programs, and projects
(Creswell, 2014). During case study research data are collected through a variety of data
collection procedures over an extended period (Creswell, 2014). Case study data collection
procedures can include review of archival records, direct observations, reviewing observation,
conducting interviews, participant observation, and review of physical artifacts (Yin, 2018).
Given that the intent of this research is to gain an understanding of case study data via
exploration of multiple cases that are commensurate with the research problem, and the research
was limited to the situationally supportive integration of two functions (i.e., PM and HRM)
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inside the realm of acquisition mission-oriented organizations within the DON, the design of
case study research was ideal for this research (Creswell, 2014).
Multisite Case Study. According to Leedy and Ormrod (2015), in some instances,
researchers prefer to study multiple cases; more often, these cases are either similar or different
in certain key aspects, which is essential for making comparisons, building theory, and/or
propose generalizations of the case matters. Since the scope of this research was narrowed to a
point that does not reflect all processes within acquisition mission-oriented organizations of the
DON it was more conducive to study the two particular processes at multiple DON sites, which
are PM and HRM during this study (Yin, 2018). In this study a limited scope of personnel from
multiple DON acquisition mission-oriented organization were studied.
Within-Site Case Study. While conducting within-site case studies, it can be ascertained
that individual cases change over time as the result of certain conditions or interventions that are
relative to a given case (Leedy & Ormrod, 2015). The reason for not selecting a within-site case
study design was because the scope of this research was limited to two processes (i.e., PM and
HRM) inside the realm of acquisition mission-oriented organizations in the DON. However, in
order to ensure themes are identified adequately from the individual cases, this research could
have required the researcher to interview more than 27 participants (Creswell, 2014; Creswell &
Poth, 2018). Therefore, since this research emphasized a need to research multiple sites with a
limited scope, in lieu of a broad scope of a single site, a within-site case study research design
was not conducive to this research (Creswell & Poth, 2018).
Discussion of Qualitative Research
There were three primary research methods considered for this research, which are
qualitative research, quantitative research, and mixed methods research. According to Stake
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(2010), a difference between qualitative and quantitative research methods is that qualitative
research methods aims for exploration rather than verification of discrete boundaries. Stake
(2010) likened qualitative research methods to micro studies that examine a central theme or
phenomena, whereas quantitative research methods are likened to macro studies examine and
aggregate large groupings of concrete data. Stake (2010) argued that the primary reasoning for
conducting mixed methods research is to improve the quality of data that supports the results of
the research. The dynamics of each of the aforementioned research methods were evaluated to
determine the most suitable research methods to commit to in order to conduct the research that
answered the research questions.
Qualitative Research Method. Qualitative research methods are emerging methods
consisting of open-ended question to collect interview data, observation data, document data, and
audiovisual data that are analyzed via text and image analysis in order to interpret and themes
and patterns (Creswell, 2014). According to Windsong (2018), conversations that result from
semi-structured interviews during qualitative research have a higher rate of utility for exploration
than fixed surveys. Windsong (2018) advocated the utility in qualitative semi-structured
interviews, because of the advantage resulting from the assimilation of intersectional perspective
in order to establish themes and phenomena. Qualitative researchers also consider the
recompense associated with crafting semi-structured open-ended interview questions that
unequivocally speak to core theoretical concepts that enable concepts to emerge (Windsong,
2018). Furthermore, Kalu (2019) implied that a researcher should be aware of the changing
nature of themes and phenomena that results from qualitative research. It is paramount for
qualitative researchers to use an iterative process of revision during prolonged research in order
to capitalize on any changes that result from interactions during semi-structured interviews.
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Given the purpose of this research, there was a need to explore the perspectives of DON project
managers and DON HR practitioners in order to answer the research questions; therefore, a
qualitative research method was the appropriate research method for this research.
Quantitative Research Method. Quantitative research methods are pre-determined
consisting of instrument-based questions to collect performance data, attitude data, observational
data, and census data that are analyzed via statistical analysis in order to interpret statistics
(Creswell, 2014). According to Crane et al. (2017), a simple way of understanding many
problems in current business and society research is to conduct quantitative research
experiments. Quantitative research experiments consist of a control group and a treatment group,
before and after treatment observations, as well as a random assignment of subjects into the
treatment and control groups (Crane et al., 2017). Crane et al. (2017) insisted that through the
conduct of experiments, quantitative research has found a stride of importance within the realm
of business and society. However, this research was not reliant on metrics that resulted from a
particular treatment observation of those SMEs. Therefore, a quantitative research method was
not conducive to this research.
Mixed Methods Research. Mixed methods research methods are both predetermined
and emerging methods consisting of both open-ended and closed-ended questions to collect
multiple forms of data by drawing on all possibilities that are analyzed via statistical and text
analysis in order to develop across databases interpretations (Creswell, 2014). Sykes et al. (2018)
claimed that bias can occur during parallel sampling when qualitative and quantitative data are
mixed without adjusting for the disparity of probabilities that are grounded in the sampling
powers during mixed methods research processes. Sykes et al. (2018) maintained that research
samples need to be gathered from the same known population of distribution in order to ensure
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sampling strategies remain generalizable and consistent. Nevertheless, failure to align samples
according to the synonymous population distributions could generate inconsistent and biased
valuations of data in mixed methods research. Sykes et al. (2018) argued that if the researched
populous is not controlled appropriately during mixed methods research then a detriment to the
integrity of the findings could result from the research. Although the participants from this
research were selected from the same population sample (i.e., federal employees who are
employed in DON acquisition mission-oriented organizations), metrics resulting from a
quantitative analysis were not commensurate with the nature of this case study. Therefore, a
mixed methods approach to this research was not appropriate for this research.
Discussion of Method for Triangulation
According to Creswell and Poth (2018), research participant interviews are quite often
the principal data collection method during qualitative research. Therefore, interviews were
conducted via interview questions that were formed as a result of a review of relative scholarly
literature. Three project managers and three supervisory human resources specialists from five
acquisition mission-oriented organizations within the DON were the participants of scheduled
semi-structured interviews. Creswell and Poth (2018) recommended performing triangulation as
a validation strategy to establish credibility of the interview participants. Therefore, the premier
method of validation that was facilitated in this research was to triangulate the perspectives of
the research interview participants. Triangulation occurred by interviewing three project
managers and three supervisory human resources specialists from five acquisition missionoriented organizations within the DON.

EFFECTS OF PROJECT MANAGERS USE

88

Summary of Research Methodology
The qualitative, quantitative, and mixed methods research methods were considered for
this research. Due to the nature of this research being to subjectively explore the perspectives of
research participants via open ended question that led to responses that were coded to establish
themes, the qualitative research method was chosen (Creswell, 2014; Stake, 2010). The
narrative, phenomenology, grounded theory, ethnography, and case study research designs were
considered for conducting this research. Given that the intent of this research was to gain an
understanding of case study data via exploration of multiple cases that were commensurate with
the research problem, and the research was limited to the situationally supportive integration of
two functions (i.e., PM and HRM) within the realm of acquisition mission-oriented organizations
within the DON, the design of case study research was appropriate for this research; in
particular, the design of a multi-site case study was ideal for this research (Creswell, 2014).
Participants
Stake (2010) suggested that researchers should take steps to ensure participants are aware
of their role in the research. Creswell (2014) insisted that participants do not need to be deceived.
For the sake of the integrity of the research, participants should know their roles, which is
imperative while they are actively participating in case study interviews (Creswell, 2014).
Nonetheless, Stake (2010) emphasized that steps should be taken by the researcher to avoid
collecting any personal information from any participants unless the information is pertinent to
the research. Furthermore, researchers need to be cognizant that collecting participant data from
a participant that is directly involved with the researcher could introduce bias to the research
(Yin, 2018). Therefore, without collecting any personally identifiable information, the researcher

EFFECTS OF PROJECT MANAGERS USE

89

ensured that the participants were aware of their role in the research and no personally
identifiable information was collected.
Selecting Participants to Interview
Although it involves many challenges, conducting participant interviews can provide
opportunities for researchers to collect case study data (Yin, 2018). According to Creswell
(2014), researchers purposefully select research participants in order to aid in understanding the
dynamics of a problem. According to Stake (2010), semi-structured interviews are methodically
adapted in order to open conversation about complex processes in order to enable interviewees to
openly respond through recollection rather than through calculated response. Creswell and Poth
(2018) urged that limiting interview participants during case study research is an optimal
approach for less experienced researchers. Leedy and Ormrod (2015) also suggested that
qualitative researchers are often inclined to choose fewer participants who might shed light on a
phenomenon under investigation. Therefore, the participants of the semi-structured interviews
were three project managers and three supervisory human resources specialists from five
acquisition mission-oriented organizations within the DON.
Participant Awareness
Creswell and Poth (2018) asserted that a challenge to being aware of during participant
interviews is the anticipation of unexpected behaviors from the participating interviewee(s).
Qualitative researchers that work with participants should work to establish rapport and trust
with their participants in order to interact with them, more or less, on a personal level (Leedy &
Ormrod, 2015). Creswell and Poth (2018) warned that qualitative researchers risk losing valuable
data if an interview gets out of control; therefore, the interviewer should establish the equality
amongst the interviewer and interviewee. However, Leedy and Ormrod (2015) warned that

EFFECTS OF PROJECT MANAGERS USE

90

researchers need to be aware of the Hawthorne Effect, which is where participants will change
behaviors simply because they are aware that they are a part of a research study. Leedy and
Ormrod (2015) also urged researchers to remain aware that some participants may believe that ill
intent will result from the subject research, which can spur responses that may require additional
validation. In order to mitigate this concern, the interviewees were provided a copy of the
interview transcript so that they can check to ensure their responses were collected and
transcribed correctly.
Prior to conducting the semi-structured interviews, the researcher provided, via letter
attached to an email, an explanation for the purpose of the research to the interview participants
so that they were made aware of the purpose of the research being conducted and to ensure they
were cognizant of their value and contribution to the research. In order to ensure that the
interview participant was fully aware of the reason why they were selected to participate in an
interview, the letter also contained a consent form that provided the interview participant an
opportunity to consent to the research. The consent form provided a summary of the background
information that was relative to the purpose of the research and an explanation of confidentiality
so that the interviewees knew their participation in this research was voluntary and they could
confirm their personally identifiable information was not collected or shared within this case
study. The interview procedures were provided to the interview participants in the consent form.
Creswell (2014) indicated that approximately eight interview questions tend to keep an interview
contained to about an hour; therefore, the interview participants were informed that the research
would consist of six open-ended question groups with an intent to keep the interview contained
within 60 minutes. Also, for the interview participants’ situational awareness, an explanation of
the risks and benefits was provided. The intent of the research was not to compensate interview
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participants for their participation; therefore, that decision was advised so that interview
participants had the opportunity to opt out of the research if compensation was an expectation.
Information regarding how to opt out of the research was provided in case the interview
participant decided that the research was not advantageous for them to participate in the research.
Lastly, the researcher’s contact information was provided to the interview participants in case
any questions about the research arose. After each interview, and all responses were transcribed,
a copy of the transcript was provided to the interview participant so that the results could be
reviewed, changes could be made if necessary, and approval for use in the research could be
rendered by the interview participants.
Population and Sampling
During case study research Creswell and Poth (2018) recommended researchers should
consider the type of case study, and the relative intent of the case study, when determining the
optimal population and sample to research. Creswell and Poth (2018) further recommended
developing procedures for conducting extensive data collection that will result from the target
sample. The information below describes how and why the target sample from a population were
chosen to be given an opportunity to consider participating in this research.
Discussion of Population
Sykes et al. (2018) emphasized those researchers who use a qualitative line of inquiry to
draw from a population should proceed from constructivist, interpretivist, or hermeneutic
paradigms, wherein the existence of a known truth or objective is questioned and viewed as
dependent on subjective interpretations. The population of this case study was situated as
professionals who support the AWF within the DON. According to the DON AWF Fiscal Year
(FY) 2016 – 2022 Strategic Plan (2016), the DON AWF is made up of more than 57,000
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civilians and military AWF members in 14 acquisition career fields and who are employed by
over 15 major commands that are located throughout the United States. The specific population
from that group of DON professionals, whose perspectives are explored in this case study,
consists of two specific types of professionals who support the DON AWF. Those professionals
are project managers and human resources practitioners. These professionals are employed in
support of acquisition mission-oriented organizations of the DON at varying levels of authority.
Given the size of the AWF, there are thousands of project managers and human resources
practitioners who support DON acquisition mission-oriented organizations.
Discussion of Sampling
Frequently, qualitative researchers who aim for theoretical saturation do not rely on the
types of probability sampling that are commonly relied upon by quantitative researchers (van
Rijnsoever, 2017). Instead, qualitative researchers tend to rely on purposeful sampling (van
Rijnsoever, 2017). Palinkas et al. (2015) pointed out that purposeful sampling is a widely used
sampling technique in qualitative research because of the ability to identify and target
information-rich cases that are related to a researcher’s particular phenomenon of interest.
Creswell and Poth (2018) advised that it is important to find the right people to study then gain
access to those people in order to establish rapport with them. According to Creswell and Poth
(2018), it is important to gain rapport with research participants because they will provide
meaningful information to support the research. This process involved identifying and selecting
individuals that are expressly knowledgeable about and experienced with the specific
phenomenon of interest (Creswell, 2014; Palinkas et al., 2015).
The Target Sample. To be eligible to participate in this research, the sample must have
been comprised of DON project managers and DON supervisory human resources specialists. In
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this case study the target sample consisted of DON project managers and DON supervisory
human resources specialists who work in the area surrounding Washington, DC. The sample size
consisted of three DON project managers and three DON supervisory human resources
specialists from five acquisition mission-oriented organizations of the DON. The specific
location was relevant to this multi-site case study because Washington, DC is the central location
for most decision-making headquarters elements of acquisition mission-oriented organization
within the DON. For this case study, experience was defined as having already been employed in
project work packages on a project from start to finish. The target experience level for project
managers and supervisory level HR practitioners is having been in the leadership position for at
least 12 months, which is the minimum length of time for a federal position probationary period,
as prescribed by 5 Code of Federal Regulation (Probation on Initial Appointment to a
Competitive Position, 2000; Probation on Initial Appointment to a Supervisory or Managerial
Position, 1979).
Contingency for Additional Interviews. As the research progressed, in case a need to
interview additional project managers and/or supervisory human resources specialists of
acquisition mission-oriented organizations of the DON arose, there was a contingency to
interview no more than 27 interviews. The identification of 27 interview participants was
implemented in order to control the scope of this research (Creswell & Poth, 2018). However, in
order to ensure themes were identified adequately from the individual cases, the idea of needing
to require more than 27 participants was considered (Creswell, 2014; Creswell & Poth, 2018).
Summary of Population and Sampling
Specific types of population and sampling that were conducive to this research were
discussed in this section. The population of this research are DON project managers and DON
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supervisory human resources specialists. These professionals were employed in support of
acquisition mission-oriented organizations of the DON at varying levels of authority. Purposeful
sampling was employed as the sampling technique to target knowledgeable and experienced
professionals for this case study research. The target sample size involved of a total of six
interviews that consisted of three DON project managers and three DON supervisory level HR
practitioners from five DON acquisition mission-oriented organization. In addition, a
contingency for additional purposeful sampling was put in place in case a need to conduct
additional interviews stemmed from the analysis of the results from the original six interview
participants.
Data Collection and Organization
Creswell and Poth (2018) found it to be useful while conducting field research to
organize data collection activities via the data collection circle, which helped the researcher
visualize the interrelated activities that were directed at gathering valuable information that
helped to answer research questions. Creswell and Poth’s (2018) circle of data collection
activities identified the need to locate the required site or individual, gain access to develop
rapport, sample purposefully, collect the data, record the information, minimize issues in the
field, store data securely, and each of the aforementioned activities are linked together by the
need to be attentive to ethical considerations. Yin (2018) advised that when collecting data for
case study research, four principles of data collection that researchers should consider are to use
multiple sources of evidence, create a case study database, maintain an evidence chain of custody
to ensure sensitive data are covered, and exercise care when using social media. Through use of
Creswell and Poth’s (2018) circle of data collection activities, and Yin’s (2018) four principles
of case study data collection, the researcher was able to identify the instruments for data
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collection, select the appropriate data collection techniques and how to organize the collected
data, anticipating ethical matters, sampling strategy, data recording and storage, as well as to
manage conflicts in the field of study.
Data Collection Plan
The sources of data that were collected by the researcher for this multisite case study are
interview data, participant observation, and documentation review (Creswell & Poth, 2018;
Stake, 2010). Interviews were conducted in a nine-step process. The first step was to submit to
and receive approvals from the Liberty University Institutional Review Board, the DON Office
of Naval Research, and the Navy Survey Program Manager. The second step was to identify
interview candidates based off of the predefined scope of required participation (i.e., project
managers and supervisory human resources specialists). The third step was to contact the
potential participants via email (Appendix A). The fourth step was to collect the participant
informed consent forms (Appendix B) from the email responses that are sent by participants who
are interested in the research. The fifth step was to review the screening questions, specified in
Appendix A that are replied to in the email responses from interested participants. The sixth step
was to contact the candidate research participants via email to schedule interviews. The seventh
step was to conduct the interviews. The eighth step was to transcribe the interview data. The
ninth step was to send the respective interview transcriptions to the research participants in order
to enable the research participant to make changes if needed; as well, to gain research
participants approval to use the content of the interview in this research.
According to Creswell and Poth (2018), participant observation was ongoing as work was
being conducted simultaneously to this research, which supported the researcher as an
instrument. However, the researcher was conscious and cautious of the potential for bias in

EFFECTS OF PROJECT MANAGERS USE

96

participant observation (Creswell & Poth, 2018; Yin, 2018). Document review was also an
ongoing process that was used as evidence that was referred to in order to validate findings in the
research (Creswell, 2014).
Instruments
In qualitative research the researcher is the primary data collection instrument (Creswell,
2014; Creswell & Poth, 2018; Leedy & Ormrod, 2015; Stake, 2010; Yin, 2018). The primary
data collection instruments that were used by the researcher were interview data and participant
observation data. As a supplement to the primary methods of data collection for this case study,
the researcher reviewed relative documentation in order to compare themes to standard operating
procedures and organizational analysis.
Interview Data. According to Yin (2018), the strengths of interviews are that they can
either be targeted in order to focus directly on specific case study topics or they can be insightful,
which helps to ascertain personal views and explanations. According to Yin (2018), interviews
may consist of poorly articulated questions that can induce bias, result in response bias, could be
inaccurate because of poor recollection, or could result in reflexive responses. The interviews
that were conducted in this research were targeted with caution because of the weaknesses
referenced by Yin (2018). Out of caution to avoid interview weaknesses, the researcher
conducted interviews at locations that were not relative to the researcher’s employer.
An interview guide (Appendix C) was been created to navigate the interviews during this
research. The guide was developed as recommended by Creswell (2014). Creswell (2014) also
suggested using an interview protocol to manage an interview. According to Creswell (2014), an
interview protocol should consist of a heading, an opening with guiding instructions, the
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interview questions that are probing, and a closing thank you to the research participant that
ensures confidentiality while advising the next steps in the process.
Participant Observation Data. Creswell and Poth (2018) specified four types of
observation, which are complete observer, complete participant, observer as a participant, and
participant as an observer. Consistent with Yin (2018), the strengths of participant observation
are immediacy, which entails real-time coverage, and contextual, which can cover the context of
the case. The weaknesses of participant observation that are explained by Yin (2018), are that it
is time consuming, selectivity can be broad without a team of observers, actions can be reflexive
if the participants know that they are being observed, there is a potential for high costs if there is
an expense relative to the observation, and there is a potential for bias due to the possibility that
participant as an observer can manipulate observed events.
During this research, the researcher is both a project manager and a HR practitioner
within an acquisition mission-oriented organization of the DON. Therefore, the researcher was
by default a participant as an observer because the researcher regularly participates in observed
activities within the DON. However, since the researcher was not an employee of any of the
studied DON acquisition mission-oriented organizations, the possibilities for personal bias and
reflexivity were reduced due to observations being made through a lens that revealed work being
conducted at external DON acquisition mission-oriented organizations.
Data from Documentation Review. As said by Yin (2018), the strengths of
documentation review are that it is repeatedly reviewed; unobtrusive by not being a direct result
of the case study; contains specific data that is necessary for the research; and can broadly cover
spans of time, events, and settings. The weaknesses of documentation review that are clarified by
Yin (2018) are the documents can be difficult to find, considered bias if a collection of
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documents is incomplete, could reflect bias of the author, and access to necessary documentation
may be restricted. During this research, the documents that were reviewed are standard operating
procedures relative to general DON PM practices, PRM practices, and HRM practices; therefore,
the documents that are referenced in this research are unclassified, transparent, and readily
accessible for public knowledge.
Data Organization Plan
To organize the collected data, Yin’s (2018) second principle of case study data
collection is to create a case study database. According to Creswell (2014), researchers often
develop a data collection log to manage and keep record of interview transcripts and other
documents that will be collected for the case study. Yin (2018) indicated that collected data will
consist of field notes, documents, tabular material, and new narrative compilations. With semistructured interviews being the primary source of data collected in this research there were field
notes to organize. The documents referenced in this research were also organized for
searchability. According to Yin (2018) tabular materials are typically commensurate with
quantitative data collect; therefore, during this research no tabular materials were collected,
organized, and maintained. Yin (2018) mentioned new narratives can be compiled to ascertain
themes from the answers to interview questions, which can be compared with other narratives to
develop new themes. Creswell (2014) also pointed out the helpfulness that stems from
categorizing the aforementioned data into primary data and secondary data. Primary data are data
that is collected directly from people or direct observation of a situation under study; whereas,
secondary data are data that consist of secondhand accounts by people or a situation described or
written by others (Creswell, 2014).
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Summary of Data Collection and Organization
The examination of data collection consisted of a discussion of general data collection,
data collection instruments, data collection techniques, and data organization techniques. During
this research, the researcher was the instrument. The data collected was interview data,
participant observation data, and data that stems from document review. The organized data were
field notes, documents, and new narrative compilations.
Data Analysis
According to Yin (2018) analyzing case study data are one of the least developed
methods of data analysis; however, with adequate presentation of evidence, and rigorous
empirical thinking, it can be done. Creswell and Poth (2018) insisted that data analysis, along
with organizing data and report writing, are processes that work best if managed simultaneously.
Creswell (2014) found that during qualitative research interviews, the interviewer may be taking
notes of the current interview, while simultaneously analyzing the transcriptions of previous
interviews in order to develop a new narrative that can be useful in organizing the final report.
Stake (2010) implied that during the analysis of data, qualitative researchers use their own
experiences to sort and analyze the data in order to write the final report; however, researchers
must be cognizant of how for personal bias and assertions could affect the research. According to
Leedy and Ormrod (2015), researchers observe a few specific events that result in the imposition
of specific meanings, which are often by coding in a particular way in order to draw conclusions
about other findings.
Emergent Ideas
According to Leedy and Ormrod (2015), categories emerge from data collected during
interviews and observation. These emergent ideas will lead to information, patterns, and/or
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theories that help explain the phenomenon under study (Leedy & Ormrod, 2015). In order to
consolidate and collaborate any emergent ideas, compartmentalized interview questions were
divided into multiple files that were layered from the thematic base of the series of questions to
each individual question. Each file consisted of the consolidated responses to each relative
interview question from each research interview participant.
Coding Themes
The data that results from this research was coded in the following steps as prescribed by
Creswell (2014), Leedy and Ormrod (2015), and Yin (2018). The data were converted into one
or more forms that was easily organized and analyzed (Leedy & Ormrod, 2015). The data were
organized in a preliminary, trivial way that permitted the researcher to find the data easily as the
researcher progressed in the analysis (Creswell, 2014; Leedy & Ormrod, 2015). All organized
data were thoroughly read (Creswell, 2014). Preliminary groups were then identified in order to
simplify the process of coding the data (Leedy & Ormrod, 2015). The data then needed to be
divided into significant units that were able to be individually coded (Leedy & Ormrod, 2015).
The initial coding arrangement to a subgroup of the data were employed (Creswell, 2014; Leedy
& Ormrod, 2015). At this point, the researcher created a final list of codes and sub-codes, then
defined each code and sub-code as specifically and as feasibly possible (Leedy & Ormrod,
2015). The researcher needed to use the coding process to generate descriptions via different
arrays in order to reflect different themes and subthemes that resulted during the analysis
(Creswell, 2014; Yin, 2018). The researcher did not consider using independent evaluators to
code the data (Leedy & Ormrod, 2015). The researcher then identified remarkable patterns and
relationships amongst the codes (Leedy & Ormrod, 2015). Fortunately, this process was
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automated and was partially completed with the assistance of the EndNote X9 and QSR NVivo
computer applications.
Interpretations
As the analysis occurred, the researcher compared the resulting themes to the research
problems to interpret the findings from the data (Creswell, 2014; Leedy & Ormrod, 2015). Leedy
and Ormrod (2015) cautioned researchers to be especially careful to not draw conclusions about
causation or influence when the design of a study does not warrant such conclusions. Moreover,
the researcher must be alert for outliers, exceptions, and contradictions that could be found in the
data set (Leedy & Ormrod, 2015). In order to not postulate themes that are outside of the scope
of this research, the researcher focused on removing the emergent ideas that were not
commensurate with the nature of this research. Therefore, only data from themes that are within
the scope of this research were interpreted.
Data Representation
According to Leedy and Ormrod (2015), people can ruminate on data more clearly and
efficiently on a topic when their thoughts are represented with specific words and phrases.
Therefore, the researcher advanced the resulting themes representation via narrative formats
(Creswell, 2014). As well, the research questions, interview questions, and resulting themes were
represented via tables that will enable the reader to interpret the data with ease.
Analysis for Triangulation
Creswell and Poth (2018) recommended performing triangulation as a validation strategy
to establish credibility of the interview participants. Therefore, the premier method of validation
that was facilitated during this research was to triangulate the perspectives of the research
interview participants. Triangulation occurred by interviewing three DON project managers and
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three DON supervisory human resources specialist from five different DON acquisition missionoriented organizations.
Summary of Data Analysis
The process of analyzing data can be summarized by reflecting upon Creswell and Poth’s
(2018) Data Analysis Spiral. Within this perspective, collected data were managed and
organized. After being organized, the resulting data were read in order to discover emerging
ideas. Once those ideas were ascertained, they were coded and categorized into themes. Themes
were then assessed to form interpretations of the findings for a final report that provided a
representation of the data (Creswell, 2014; Leedy & Ormrod, 2015).
Reliability and Validity
Stake (2010) insisted that evidence-based research should empower people to realize a
deeper conviction of how everything works and what to do with that understanding. This level of
understanding can only be achieved if the strategies used to collect and analyze data are reliable
and reveal valid results (Stake, 2010; Yin, 2018). As researchers collect and analyze data, they
must discern the reliability and validity of the data that they are trusting to support their research
(Creswell, 2014; Creswell & Poth, 2018; Leedy & Ormrod, 2015; Stake, 2010; Yin, 2018).
Creswell (2014), as well as Leedy and Ormrod (2015), posited five specific reliability validation
strategies that are conducive to qualitative research; those being, reflexivity, triangulation,
clearly distinguishing between data and memos, seeking of exceptions and contradictory
evidence, and spending considerable time on site. Each of the aforementioned strategies
constitute a process used to validate the data collected during this case study and assure the
reliability of the results that are postulated during the analysis of the data (Creswell, 2014; Leedy
& Ormrod, 2015).
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Reliability
Yin (2018) explained the goal of reliability in the context of research is to minimalize
biases and errors that can occur during research. According to Yin (2018), when conducting
research, it is particularly important for a researcher to ensure that any other researcher can, at
another period in time, conduct the same research, via the same strategic procedures, and derive
the same results. Yin (2018) insisted to produce reliable data collection and analysis procedures,
the researcher should rely on the adopted case study protocol, and a case study database that is
implemented for the research.
Overview and Outline of the Case Study. To ensure future researchers can replicate
this research, this researcher designed a reliable case study protocol. In order for this research
strategy to meet the desired level of expectation of reliability, the adopted case study protocol
and data base was adhered to with integrity. Yin (2018) also suggested for a researcher to engage
in their research analysis with the perception that someone is always viewing over the shoulder
of the researcher. Taking the aforementioned approach was necessary to ensure the research was
as explicit as possible (Yin, 2018).
Data Coding and Analysis Procedures. The data needed to be organized in a way that
enabled the researcher to locate the data easily throughout an analysis (Creswell, 2014; Leedy &
Ormrod, 2015). This was achieved through easy to follow coding patterns that other researchers
can relate to and rely on during future research (Creswell, 2014; Leedy & Ormrod, 2015). As
well, this research comprised of a case study database that consisted of appropriately organized
research documentation (Yin, 2018).
Standardized Question Formats. Creswell (2014) insisted that standardized research
interview questions do not induce bias via reflexivity. The expectation of reliability for the
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standardized questions of this research was defined to meet the expectations of the research
participants, and their relative bodies of knowledge, that will be directly impacted by this
research (Creswell, 2014; Leedy & Ormrod, 2015). The participants of this research were the
three DON project managers and three DON supervisory human resources specialists of the five
acquisition mission-oriented organizations of the DON.
Validity
Yin (2018) suggested a qualitative researcher’s consideration for the variety of
perspectives relative to the research is necessary to validate the researcher’s case study. When
seeking to validate data collected during qualitative research, Creswell and Poth (2018)
suggested researchers pursue corroboration of the evidence by viewing the results of analysis
through the researcher’s lens, the participant’s lens, and the reviewer’s lens. The dynamics of
each of the following viewpoints aided the researcher in validating the data, via multiple
perspectives to look for biases, consistencies, and inconsistencies (Leedy & Ormrod, 2015).
Researcher’s Lens. Creswell and Poth (2018) indicated that to validate the data via
researcher’s lens, the researcher must corroborate evidence through triangulation of multiple data
sources, discover any negative case analysis or disconfirming evidence, and clarify any
researcher bias or engagement of reflexivity. According to Leedy and Ormrod (2015), during
qualitative research a perceptive researcher may recognize underlying patterns within social
interactions or cultural artifacts that a standardized that a quantitative measurement instrument is
likely to never reveal. During this research, the researcher utilized the above referenced
strategies recommended by Leedy and Ormrod (2015) to validate the reliability of the data
collected and the analysis of the collected data.
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Participant’s Lens. Creswell and Poth (2018) suggested the importance of realizing the
validity of data through a participant’s viewpoint is paramount to the research. To recognize the
participant’s angle, the researcher must seek participant feedback via member checking, engage
in prolonged and persistent field observations, and collaborate with the participants (Creswell &
Poth, 2018). Throughout the data collection and analysis, the researcher engaged with the
participants to seek their feedback and collaborate with them to ensure accurate data were
reflected in the final results (Creswell & Poth, 2018).
Reviewer’s Lens. Creswell (2014) implied the perception of a reviewer’s validation of
the data analysis is significant. To ascertain a reviewer’s take on the validity of the data analysis,
the researcher should enable external auditing, produce a detailed description of the data
analysis, and hold a peer review of the data collection and analysis processes (Creswell, 2014).
Prior to completing the research, the data collection and analysis was vetted through appropriate
channels to ensure the data collected was accurate and would not reflect any potentially
classified content (Creswell, 2014). Those conducting this review are generally perceived as the
audience who will gain from this research (Creswell, 2014).
Bracketing
According to Creswell and Poth (2018), bracketing personal experiences can be difficult
for any researcher to implement because the interpretation of data are grounded in part by the
researcher’s own observations and experiences. However, in order to understand phenomena
exactly as participants experience it, the researcher’s biases, prejudices, and any preconceived
ideas about the data being analyzed must be bracketed, or separated from the data interpretation
process (Leedy & Ormrod, 2015). Therefore, in order to ensure the researcher’s biases,
prejudices, and any preconceived ideas about the data being analyzed did not impact the
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interpretation of the findings, all of the researcher’s biases, prejudices, and any preconceived
ideas about the data being analyzed were be identified in order to validate that the findings were
not skewed due to reflection of the researcher personal perceptions.
Summary of Reliability and Validity
The reliability and validity of this research are summarized by indicating the strategies
and tactics used in this research to ensure the reliability and validity of the research. To ensure
the reliability of the research, the research adhered to the adopted case study protocol and case
study database (Yin, 2018). The researcher also audited the procedures to ensure the research
was repeatable if the processes are explicitly adhered to. To ensure validity, the researcher
engaged in validation strategies through the researcher’s own perspective, as well as the
perspectives of the research participants and the reviewers of the research (Creswell, 2014;
Creswell & Poth, 2018; Leedy & Ormrod, 2015; Yin, 2018). In order to confirm validity of the
research, strategies such as reflexivity, triangulation, clearly distinguishing between data and
memos, seeking of exceptions and contradictory evidence, and spending considerable time on
site was adhered to by the researcher (Creswell, 2014; Creswell & Poth, 2018; Leedy & Ormrod,
2015; Yin, 2018).
Summary of Section 2 and Transition
In the second section of this research the purpose of the research, regarding the use of
HRM to facilitate PM in DON acquisition mission-oriented organizations was addressed. The
population and sampling were expanded upon so the reader can understand how and why the
population sample were chosen. In particular, three DON project managers and three DON
supervisory human resources specialist, from five different acquisition mission-oriented
organizations of the DON, populated the sample; however, to ensure validity of the research
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there was a contingency installed in the research in case there was a need for more research
participants. If that need were to arise, then the expectation was for the population sample to
consist of no more than 27 research participants. In this section the data collection and analysis
procedures are discussed. During this research, the researcher collected data via participant
interviews, participant observation, and data collection from relative documentation. The data
were analyzed via automated coding process via the EndNote X9 and NVivo programs. The
section closes with a review of the reliability and validation strategies that are used in this
research. The reliability and validity of this research are summarized by indicating the strategies
and tactics used in this research to ensure the reliability and validity of the research.
The next section of this research builds upon the foundation of this section by consisting
of the research results and findings of the research conducted during this case study. Key
elements of the application to professional practice and implications for change section include:
an overview of the study; anticipated themes and perceptions; presentation of the findings, to
include the theme, patterns, and relationships; the relationship of themes and patterns to research
questions, and a summary of the findings (Creswell & Poth, 2018). This section concludes with
the applications to professional practice, recommendations for action, recommendations for
further study, and the researcher’s reflections. The case study will conclude with a final summary
and study conclusions.
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Section 3: Application to Professional Practice and Implications for Change
In this section the researcher will provide an overview of the study to set the pace for the
presentation of the findings. During the presentation of the findings, the researcher will explain
the themes discovered during the collection of data via semi-structured interviews, data
observation, and personal observation. The researcher will summarize the discovered themes by
interpreting the discovered themes as they compare to the composition of the codes that were
found to be most common amongst the interview participants when identified within the NVivo
application. A visual representation of the data will be provided so that the reader has an
opportunity to see the correlation amongst the most frequent codes the corresponding discovered
themes. The relationships with the findings as they relate to the research questions, the
conceptual framework, the scholarly literature reviewed, and the research problem.
After the presentation of the findings, an overview of the study will be provided to
address the application to professional practice. The application to professional practice will
cover detailed discussions pertaining to methods for improving general business practices, as
well as potential application strategies. Recommendations for further study will be provided via
specific examples of further areas that should be studied based upon the findings from this study.
The researcher shares reflections of the study to express the researcher’s personal and
professional growth, by providing insight into how conducting this research project has provided
for personal and professional growth. The researcher also reflects on the Biblical perspective
attained from this research by providing a detailed discussion of how the business functions
explored in this study relate to and integrate with a Christian worldview. This section will
conclude with a summary of Section 3. Lastly, this dissertation will conclude with a summary
and study conclusions.
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Overview of the Study
The purpose of this multisite case study has been to explore how project managers,
within acquisition mission-oriented organizations of the DON, use HRM tools and techniques to
plan, estimate, acquire, develop, manage, and control project teams in order to complete projects.
During this research three DON project managers and three DON supervisory HR specialists
from five DON acquisition mission-oriented organizations participated in semi-structured
interviews. This qualitative multi-site case study explored how DON project managers allocate
and employ HRM tools and techniques, via support from HR practitioners, in order to plan,
estimate, acquire, develop, manage, and control project teams in acquisition mission-oriented
organizations of the DON. The specific problem addressed was the ineffective use of HRM tools
and techniques by project managers within acquisition mission-oriented organizations of the
DON to plan, estimate, acquire, develop, manage, and control project teams resulting in the
potential for the integrity of the processes of a DON commissioned project to be adversely
impacted. The participant responses were each triangulated to ensure validity and reliability
(Creswell & Poth, 2018).
Presentation of the Findings
This research consisted of interviews with three DON project managers and three DON
supervisory human resources specialist from five DON acquisition mission-oriented
organizations. Participants two, four, and five of the semi-structured interviews were DON
project managers. Participants one, three, and six of the semi-structured interviews were DON
supervisory human resources specialists. Each of these interviews lasted approximately one hour.
Each interview consisted of questions that fell within five subsections that were developed from
themes that were discerned during the review of scholarly literature and DON unclassified
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standard operating procedures (i.e., documents that are available for reference via search through
public websites). Each subsection within the interview guide consisted of three to six questions.
Themes Discovered
During an initial analysis conducted by simultaneously reading and listening to the
interview transcripts 46 preliminary findings of interest were discovered. Each of these findings
correlated to one of the sublevel interview questions. These findings are a consolidation of
likened perspectives between the different professions (i.e., HR practitioner & project manager).
Of these findings 23 are relative to the project managers’ perspectives and 23 are relative to HR
practitioner perspectives. These findings were later compared with codes that were refined
within the NVivo application; the result is a group of emergent ideas for translation into
discovered themes.
Interview Question 1. Interview participants were asked to describe the key strategies
project managers use to allocate and employee the HRM tools and techniques that enable project
teams to complete project work within their organization. This subsection consisted of six
questions. The subquestions were designed to gain an understanding of project manager and HR
practitioner perspectives regarding how project managers employed HRM tools and techniques
via support from HR practitioners to plan, estimate, acquire, develop, manage, and control
human capital resources in order to sustain project teams.
Interview Question 1.a. When asked how are human resources (HR) practitioners
employed by project managers to allocate the HRM tools and techniques that enable project
resources management (PRM) functions, Participants two, four and five provided responses that
implied project managers are familiar with HR operational roles. However, Participants two, four
and five suggested HRM processes are not sensitive to project time management check points
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and milestones; as well, HRM processes and are exceedingly cumbersome to use effectively
when allocating human capital to sustain project teams. Comparatively, participants one, three,
and six implied that HR is not familiar with PM processes, policies, and procedures as they relate
to the allocation of human capital in support of project teams. As well, participants one, three,
and six insisted when allocating human capital for organizational operations, the Prohibited
Personnel Practices (PPP) are the ethical framework that HR practitioners must follow to ensure
the allocation of human capital is managed fairly amongst all stakeholders.
Interview Question 1.b. When asked how are HR practitioners employed by project
managers to estimate the HRM tools and techniques that are needed to support PRM functions,
Participants two, four, and five suggested HR is seen as a constraint because HR practitioners
may intervene with an unexpected requirement that can slow or halt a project altogether.
However, Participants two, four, and five agreed project managers are often not familiar with the
utility of human capital management strategies that enable them to effectively estimate the HRM
tools and techniques that are needed to support PRM functions. Moreover, Participants one,
three, and six insisted HR practitioners are not involved in the estimation process enough; as
well, more project manager involvement with HR practitioners in the design of estimation
process is necessary in order to design processes that effectively enable project managers to
estimate the HRM tools and techniques that are needed to support PRM functions.
Interview Question 1.c. When asked how are HR practitioners employed by project
managers to acquire the human capital that is necessary to sustain project teams, Participants
two, four, and five insisted project managers need project team members to be acquired by the
fastest means possible. Participants two and five suggested that the implementation of advanced
technology is paramount in maintaining the pace with industry competitor recruitment efforts.
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However, Participants one, three, and six advocated that the HRM tools and techniques are
available at a cost, but that will impact the budget; therefore, funding for HR related efforts
needs to be made a priority by executive level management who authorize funding. Moreover,
Participants one and six insisted project manager support via participation in efforts to acquire
human capital (e.g., virtual and live recruitment events) for project teams is essential.
Interview Question 1.d. When asked how are project teams developed via HRM tools
and techniques, participants two and five insisted no project team specific training is made
available by HR practitioners; furthermore, training and development for project teams is often
outsourced. Participant four also pointed out current HR specific development emphasizes an
operational setting rather than a projectized setting. Participants one, three, and six oblige by
pointing out that HR offices typically do not know how to facilitate PM team training
specifically; as well, there needs to be better communication, integration, and collaboration (e.g.,
implementation of modernized communication methods and technology) with PM and team
members in order to design and facilitate development for project teams.
Interview Question 1.e. When asked how are project teams managed via HRM tools and
techniques, Participants two, four, and five explained project managers cannot use HR to manage
project teams because HR practitioners are unfamiliar with PM skillsets, processes, policies, and
procedures. Participants two and four offered performance evaluations used to manage human
capital are individual based and not project team performance driven. Participants one, three, and
six also implied that evaluations used to manage performance are individual performance driven
and there is presently no effective tool available to evaluate project team performance.
Interview Question 1.f. When asked how are project teams controlled via HRM tools and
techniques, Participants two, four, and five rely on software technology to monitor and control
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PM teams. Participant five explained being unfamiliar with how to integrate HRM tools and
techniques with PM in order to control PM teams. Participants one, three, and six offered
opposing perspectives by suggesting there are incentives to control project team members. As
well, Participant three pointed out that project managers rely on milestone check points to ensure
project teams are in a controlled state, which HR can help to facilitate those milestones with
adequate integration of project managers and HR practitioners.
Interview Question 2. Interview participants were asked to describe the observed level
of competence displayed by each of the following stakeholders to allocate and employ the HRM
tools and techniques that facilitate PRM processes at their organization. This subsection
consisted of four questions. The subquestions were designed to gain an understanding of project
manager and HR practitioner perspectives regarding the observed level of competence of project
team members, project managers, HR practitioners, and organizational executive level
management.
Interview Question 2.a. When asked to describe the observed level of competence
displayed by project team members to allocate and employ the HRM tools and techniques that
facilitate PRM processes at their organization, participants two, four, and five insisted there is
not a lot of interaction. Participants two and five also insisted that project team members
typically only go to HR to complain for various reasons. Participants one, three, and six
explained that some project team members do care about the project and some of them do not,
and this is why upfront project team member screening and vetting before hiring is paramount.
Interview Question 2.b. When asked to describe the observed level of competence
displayed by project managers to allocate and employ the HRM tools and techniques that
facilitate PRM processes at their organization, Participants two, four, and five exclaimed project
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managers are very competent in PM work, but not in understanding HRM tools and techniques.
In general, Participants two, four, and five agreed that generally project managers do not use
HRM tools and techniques effectively. On the other hand, Participants one, three, and six offered
their perspectives that proactive behavior from a project manager is viewed as competent, but
reactive behavior is viewed as not competent. Furthermore, participants one, three, and six
insisted that HR integration is a necessary factor of PM competence.
Interview Question 2.c. When asked to describe the observed level of competence
displayed by HR practitioners to allocate and employ the HRM tools and techniques that
facilitate PRM processes at their organization, Participants two, four, and five believed that HR
practitioners are very competent in HRM tools and techniques but not PM processes, policies,
and procedures. Participants two, four, and five agreed that HR practitioners focus on the
organization as a whole, but not on project teams in general. Participants one, three, and six
agreed that HR practitioners are very competent in allocating and employing HRM tools and
techniques, but they are often not competent in PM work. Moreover, Participants one, three, and
six established that HRM tools and techniques are good for the organization, but as they are
presently designed, HRM tools and techniques are not conducive for project managers to plan,
estimate, acquire, develop, manage, and control human capital resources in order to sustain
project teams.
Interview Question 2.d. When asked to describe the observed level of competence
displayed by organizational executive level management to allocate and employ the HRM tools
and techniques that facilitate PRM processes at their organization, Participants two, four, and
five advocated their executive level management understands all lines of business and utilizes
HRM tools and techniques very effectively. From a similar perspective, Participants one, three,
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and six agreed that their organizational executives are all around very competent, but sometimes
they can be too micromanaging; as well, they can sometimes lose focus of executive work when
they get in the weeds of line level work.
Interview Question 3. Interview participants were asked to describe the level of
effectiveness regarding how and why HRM tools and techniques are allocated and employed by
project managers via HR practitioners during PRM processes to support project teams within
their organization. This subsection consisted of five questions. The subquestions were designed
to gain an understanding of project manager and HR practitioner perspectives regarding the level
of effectiveness pertaining to how and why HRM tools and techniques are allocated and
employed by project managers via HR practitioners during PRM processes to support project
teams within their organization.
Interview Question 3.a. When asked how effective are project managers at allocating and
employing HRM tools and techniques during PRM processes to support project teams,
Participants two, four, and five agreed project managers are not as effective as they could be with
respect to allocating and employing HRM tools and techniques. Participants two and four
suggested project managers are mostly reactive in their use of HRM Tools and Techniques
because they are often seen as only being effective when there is a problem. Participants one,
three, and six pointed out that project managers are getting better at effectively using HRM Tools
and Techniques, especially as technology progresses. However, Participant six insisted their
effectiveness all depends on project managers’ willingness to use HRM Tools and Techniques.
Interview Question 3.b. When asked how do project managers affect the allocation and
employment of HRM tools and techniques during PRM processes, Participants two, four, and
five insisted communication is a major contributing factor. Participant one posited if project
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managers do not communicate a lack of understanding of HRM Tools and Techniques then the
result is a negative effect. Participants one, three, and six insisted project managers proactive use
of HRM tools and techniques yields a positive effect, while reactive project managers who try to
use HRM tools and techniques yields a negative effect. Participant three offered that freedom to
manage projects with less bureaucracy is an enabler, which can encourage project managers to
use HRM tools and techniques effectively.
Interview Question 3.c. When asked why do project managers affect the allocation and
employment of HRM tools and techniques during PRM processes, Participants two, four, and
five elucidated simply to solve problems. Participant four offered a perspective that project
manager personalities drive their reasoning why they affect the allocation of HRM tools and
techniques during PRM processes (i.e., proactive users see the value whereas reactive users do
not understand why it is necessary). Participants one, three, and six suggested the complexity of
HR in general is a major contributor to why project managers affect the use of HRM tools and
techniques; nevertheless, project managers’ effectiveness is contingent upon how integrated HR
practitioners and project managers can become.
Interview Question 3.d. When asked How do project managers’ level of effectiveness in
allocating and employing HRM tools and techniques contribute to PRM process related
problems, Participants two, four, and five agreed that is contingent upon communication and
how cumbersome HRM tools and techniques are to allocate and employ. Participant five insisted
that project manager's level of effectiveness can contribute to cost and resource related problems.
Participants one, three, and six emphasized that project managers’ level of knowledge related to
HRM tools and techniques adds to problems; however, they acknowledged that it is HR
practitioners’ responsible to train and develop the project managers and project teams to allocate
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and employee HRM tools and techniques effectively. Furthermore, Participants one, three, and
six urged project managers’ inability to allocate and employee HRM tools and techniques
effectively will pose a negative impact if a project manager does not understand how to utilize
HR to manage human capital and their budget.
Interview Question 3.e. When asked Why do project managers choose to allocate and
employee HRM tools and techniques at a particular level of effectiveness during PRM processes,
Participants two, four, and five agreed that it is in an effort to solve problems but the benefit of
HRM Tools and Techniques are not very clear, so it ultimately is dependent on the project
manager’s level of experience as a project manager. Participants one, three, and six emphasized
that it is contingent upon project manager experience and cohesion with HR practitioners.
Participant one pointed out that project managers choose to allocate and employee HRM tools
and techniques at a particular level of effectiveness during PRM processes because it is a driver
of the outcome of their project.
Interview Question 4. Interview participants were asked to describe the impact caused
by ineffective allocation and employment of HRM tools and techniques within their
organization? This subsection consisted of three questions. The subquestions were designed to
gain an understanding of project manager and HR practitioner perspectives regarding the impact
caused by ineffective allocation and employment of HRM tools and techniques on project
completion rates, on project team member satisfaction rates, and on project manager and HR
practitioner cohesion within their organization.
Interview Question 4.a. When asked to describe the impact caused by ineffective
allocation and employment of HRM tools and techniques on project completion rates within their
organization, Participants two, four, and five insisted some project managers turn a blind eye
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because HRM tools and techniques are too cumbersome. As well, participant five argued to be
more effective the project manager needs to look more intuitive with how HRM tools and
techniques affect their projects team. Participants one, three, and six insisted the project will not
finish on time and within budget without HRM tools and techniques, because HRM tools and
techniques are needed to acquire the most effective team upfront.
Interview Question 4.b. When asked to describe the impact caused by ineffective
allocation and employment of HRM tools and techniques on project team satisfaction rates
within their organization, Participants two, four, and five shared delays from cumbersome HRM
tools and techniques causes frustration, which equals low morale and high attrition. Furthermore,
Participants two, four, and five agreed project managers need to be more engaged with HR to
support and enable project team training to improve use of HRM tools and techniques.
Participants one, three, and six emphasized recognition should be proportional to the level of
work, and a lack of transparency has a negative impact; therefore, improved technology is a
verified need to improve transparency.
Interview Question 4.c. When asked to describe the impact caused by ineffective
allocation and employment of HRM tools and techniques on project manager and HR
practitioner cohesion within their organization, Participants two, four, and five acknowledged
project managers who maintain cohesion with HR will be successful. However, Participants two
and five urged not much cohesion exists presently but this can be improved with advanced
communication and collaboration technology. Participants one, three, and six expressed any
project will have resource management complications if a relationship between HR and PM does
not exist during the project. Therefore, Participants three and six advocated it is imperative that
roles are well defined in order for a relationship between PM and HR to exist.
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Interview Question 5. Interview participants were asked to describe how the level of
commitment from each of the following stakeholders influence the allocation and employment of
the HRM tools and techniques that facilitate PRM processes at their organization. This
subsection consisted of four questions. The subquestions were designed to gain an understanding
of project manager and HR practitioner perspectives regarding how the level of commitment
from project team members, project managers, HR practitioners, and organizational executive
level management influence the allocation and employment of the HRM tools and techniques
that facilitate PRM processes at their organization.
Interview Question 5.a. When asked to describe the level of commitment from project
team members influence the allocation and employment of the HRM tools and techniques that
facilitate PRM processes at their organization, Participants two, four, and five acknowledged the
importance of their commitment to the project and team. Participants two and five agreed that
project managers in general do not understand how HRM Tools and Techniques affect project
team member commitment. Participants one, three, and six emphasized project team member
commitment is important because it can impact the project. Participant one insisted project team
members need to feel value via HRM Tools and Techniques (e.g., career development and
compensation).
Interview Question 5.b. When asked to describe the level of commitment from project
managers influence the allocation and employment of the HRM tools and techniques that
facilitate PRM processes at their organization, Participants two, four, and five agreed project
manager commitment is necessary to know what aspects of the project team can be improved via
HRM tools and techniques. As well, Participants two, four, and five agreed project managers
need to be committed to communicating HRM Tools and Techniques via advanced technology.

EFFECTS OF PROJECT MANAGERS USE

120

Participants one, three, and six also agreed project managers need to be fully committed no
exception because the project team will emulate the PM later on. Participant three emphasized
project managers need to share knowledge of HRM tools and techniques to enable teams to work
effectively during future projects.
Interview Question 5.c. When asked to describe the level of commitment from HR
practitioners who influence the allocation and employment of the HRM tools and techniques that
facilitate PRM processes at their organization, Participants two, four, and five emphasized a need
for HR practitioners to be committed to using advancing technology to improve transparency,
quickness, and effectiveness. As well, Participant four advised some HR practitioners can be
seen as bias, so HR practitioners need to remove internal barriers that inhibit the support of
project managers and project teams. Participants one, three, and six insisted HR practitioners are
SMEs that need to be recognized as strategic business partners. Participant six posited the need
for HR practitioners to integrate with project managers and teams to develop PM competencies
and show how HRM tools and techniques can benefit project managers and project teams.
Interview Question 5.d. When asked to describe the level of commitment from
organizational executives influence the allocation and employment of the HRM tools and
techniques that facilitate PRM processes at their organization, Participants two, four, and five
echoed organizational executives are needed to set the example and provide resources; as well,
they offer an important perspective because they see and can resonate the value of HRM Tools
and Techniques with project managers. Participants one, three, and six elucidated organizational
executives’ importance because they champion many aspects of a project to include the
importance of HRM tools and techniques. Participant three also pointed out organizational

EFFECTS OF PROJECT MANAGERS USE

121

executive level management commitment is important because they authorize the resources
needed to complete the project.
Interview Question Six. In addition to the five primary interview questions, interview
participants were asked if there was anything else that they would like to add? Participants two,
four, and five added building an effective relationship with HR practitioners will be a challenge
but beneficial, nonetheless. As well, Participant four acknowledged that you have to balance
theoretical, reality, and practical perspectives to see the benefit of HRM tools and techniques.
Participants one, three, and six agreed this research and future research on the subject is
necessary; as well, these questions stimulate the mind to think differently, which with a change
in mindset can cause a needed cultural shift in program dynamics.
Interpretation of the Themes
An analysis of the six participants’ interview transcripts via coding in NVivo resulted in
finding 75 distinct codes that were germane to the 46 preliminary findings. Of those codes, the
five most frequently annotated codes for each of the interview participants were mapped out
within a Microsoft Excel document. Thirty (30) codes (i.e., see Table 3) were cross referenced to
determine repetition amongst the interview participants. The coded notes were then triangulated
with dialog that was found within interview transcripts from peer professionals to determine the
validity and reliability of their responses as they relate to this research (Creswell & Poth, 2018;
Yin, 2018). There were 20 significant codes (i.e., see Table 4) that were reduced into three
themes that were used to compare with the aforementioned underlying findings that were
discovered during multiple reviews of the transcript data (Creswell & Poth, 2018). The following
themes were realized after comparing the prominent code data to the findings that were
ascertained during multiple transcript reviews.
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A Productive Project Manager and HR Practitioner Relationship is Central to
Effective PRM Processes, Policies, and Procedures. The codes that were commensurate with
this theme were: PM and HRM Relationship, PM Commitment to Using HRM Tools and
Techniques, Communication Issues, HR Competence, Project Managers Effecting the Use of
HRM Tools and Techniques, and Effective Use of HR to Manage Resources. These codes were
compared with the emergent ideas derived from the findings that were ascertained while reading
and listening to each transcript. The thematical translation of these codes formed into the theme:
A productive project manager and HR practitioner relationship is central to effective PRM
processes, policies, and procedures.
PM and HRM Relationship. Participant five posited there is little to no cohesion with
HR practitioners. Participant five expressed the problem that encompasses the HR and PM
relationship is the fact that the functions are different; as well, they inherently work
independently from one another. From a PM professional perspective, Participant two implied
that in general, a project manager is going to go to HR for support if there is a personnel related
problem. Otherwise, Participant five insisted, it is only when there are staffing needs many
project teams suspect they need support from and engage with HR to meet their requirements.
From the HR professional perspective, Participant six emphasized many project management
communities often do not understand what they need from HR to hire project team members.
Participant six also insisted it is critical for project managers and HR practitioners to get on the
same page as soon as a project is chartered.
Participant one emphasized the need to understand the kind of experience project
managers have had with HR tools and techniques in the past. Moreover, Participant one pointed
out if a project manager comes to HR for support and has a bad experience with any HRM tools
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and techniques, they are likely to try to avoid HR in the future. Participant four offered when
things are ineffective there can be friction and frustration among the project team members and
HR practitioners. According to Participant three, projects can start out totally wrong, if the HR
practitioner and the project manager cannot come to an understanding of respecting one another's
roles. As well, Participant three insisted the impact can be detrimental for project stakeholders if
HR practitioners and project managers cannot come together to work together in order to get the
very best team put together to get the project done on time and within budget.
Participant two insisted a project manager who maintains a good working relationship
with HR practitioners will be a successful project manager. Participant three also urged the need
for project managers and HR practitioners to sustain a very close relationship by trying to learn
from one another. Participant five pointed out that project managers have little understanding of
the nature of HR business, and there is a general perception that project managers are not going
out of their way to try to understand HR strategy; however, if HR processes were clarified and
easier to understand and utilize (e.g., implementation of unifying technology), then project
managers would be more likely to work with HR practitioners.
Participant six suggested project managers could help HR practitioners look at PRM
processes from a different perspective. Participant six also pointed out that HR practitioners
should do a better job by taking the initiative to understand what project managers need.
Participant three proposed as long as they're listening for one another, HR practitioners can do a
good job if they work together as a team with project managers to get the job done.
PM Commitment to Using HRM Tools and Techniques. Participant six explained that
project managers’ commitment should have a significant influence on the allocation and
employment of HRM tools and techniques because project managers should know what HRM
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tools and techniques are required to enable and influence their teams to meet their project
milestones. However, Participant two counseled at the project manager level, it very much
depends on the circumstances and on the maturity of that manager as to whether or not they go to
HR if there is a problem. Participant two also pointed out, often times when project managers’
work towards solving a hiring problem, rather than going directly to HR, project managers will
communicate with someone else in their chain of command who is familiar with HR processes.
Moreover, Participant two implied there are many HRM tools and techniques available for
organizational operations, but not so much for supporting project teams, which stimulates project
managers desire not to commit to work with HR. Participant five also asserted if project
managers want to use HRM tools and techniques it is a complicated process, so they often do not
commit to using the HRM tools and techniques that are available because the scope of the HRM
tools and techniques are not transparent, which lends to a lack of understanding for why the
HRM tools and techniques are purposed in the first place. However, Participant three elucidated
there are project managers who see the value in their work and there are those who do not; those
who do are typically the project managers that are proactive in seeking out HR practitioners for
support.
According to Participant six, it is important for project managers to seek out HR
practitioners to learn how HR practitioners analyze data and develop the tools and techniques
that are designed to support and enable the workforce because HR practitioners are very effective
at utilizing their tools and techniques, or any other resources that are available to them, to enable
their organization to meet objectives. Participant four agreed that it is very important for project
managers to be committed to employing HRM tools and techniques of all attributes (i.e.,
rewarding, strategic, and/or punitive) to make sure that they are doing the things to facilitate their
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projects. Participant six also pressed there needs to be clear and distinct reasons for project
managers to know when to use certain HRM tools and techniques so that time and other
resources are not wasted on unnecessary steps, and this is something HR needs to consider along
with collaboration with project managers.
Participant one insisted project managers know who they need to reach out to for
whatever their need is at whatever point they are in the project. However, Participant five
asserted on many occasions, technical project managers do not work in close collaboration with
HR when looking to develop a project team and figure out how to allocate human capital to that
team in order to initiate a project. Participant five also explained that in lieu of acquiring project
team members, project managers often seek to fill project team positions from within, and in
doing this process, HR is more often times than not consulted on the matter. Nonetheless,
Participant three insisted when recruiting, project managers should do their due diligence up
front, by working with HR practitioners to fully vet and research the people that are being
brought into the team, because project team members should be fully competent and confident to
help to achieve project related goals. However, Participant three explained one of the frustrations
project managers feel while working with HR practitioners comes from not getting the
certification list of eligible candidates for employment to hire people in a timely manner, or their
certification list of eligible candidates for employment may not be vetted thoroughly by HR,
which results in a cumbersome process to find the right people to hire. Participant three implied
there are often occasions where HR practitioners are only processing recruitments to get
advertisements out to the public instead of taking initiative to fully understand why the
recruitment action is necessary; as well, they are not utilizing all the tools that are available to
them. Nevertheless, Participant three insisted if project managers are not committed to utilizing
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HRM tools and techniques to enable their project teams, their lack of commitment will be highly
visible to project stakeholders; if this is the case, when their team members see that they are not
committed, then they are going to follow suit, which will impact future projects.
Communication Issues. The issue of communication was largely referenced by project
managers. Participant two implied a lack of communication with HR is going to hurt the project
manager over all if there are no efforts to allocate and employee HRM tools and techniques.
However, Participant two pointed out that the quantity of projects and programs within a DON
command can be a communication barrier because of the overall inherent complexity of those
projects and programs; however, this can be overcome with advancements in communication
technology. Participant two pointed out that in some DON organizations HR related processes
can be shared across various functions, which can result in the entire removal of HR from
channels of communication on topics that are germane to the HR function. Moreover, Participant
two elucidated the lack of communication between HR and other organizations of the DON have
been a long-standing issue. Participant one acknowledged this by explaining HR practitioners
typically do not communicate with project managers or project team members as often as they
should with respect to the context of a given project. Participant five insisted there is not a lot of
communication with HR; however, participant five agreed, there should be better communication
with HR to express the kinds of tools and techniques the project manager needs.
Participant five also expressed a potential gap in communication with HR is a result of a
lack of transparency with respect to the data maintained by HR; furthermore, much of this data
could be utilized to synchronize many organizational functions. Additionally, Participant five
appealed for a unification of communication tools with HR, which would enable substantial
yields of efficiency with respect to the flow of processes across DON organizations with respect
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to human capital management. To that point, Participant one mentioned both project managers
and HR practitioners can develop reputations of being hard to work with, which often inhibits
communication. However, Participant six encouraged for HR Practitioners to do a better job at
communicating strategies regarding how project managers can employ and allocate HRM tools
and techniques so that the right people for the job can be allocated to the team and are enabled to
successfully complete their project on time and within budget.
HR Competence. Participant six posited HR practitioners are known to be the subject
matter experts, so, it is not unlikely for their support and guidance to be sought out by project
managers. Moreover, Participant one felt it is incumbent on HR practitioners to show the value
of HRM tools and techniques and how those processes work for their benefit to project
managers. However, Participant one acknowledged project managers would not find value in HR
if they perceived a lack of competency as a catalyst to HR practitioners’ lengthy processing
timelines. Participant two perceived local HR practitioners as being very competent and are
proactive in working to meet organizational needs as they relate to general HRM. Participant two
admitted that personnel management does not come naturally to a lot of managers in general, but
HR has been very competent and effective in supporting organizational requirements. According
to Participant six, although HR practitioners are overall very competent in skills commensurate
with HRM tools and techniques, PM skills are a skillset that HR practitioners lack an
understanding of, but they would significantly benefit from training to help develop those
competencies. Nevertheless, Participant two proclaimed although in a majority of situations HR
provides great resources and capabilities, but sometimes there are problems that HR is not
capable of supporting; namely, project team requirements in lieu of organizational requirements.
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Participant three acknowledge that on most occasions, unfortunately, it is usually found
to be incumbent of a staffing specialist to work with project managers, and they are often not in
tune with all of the needs of a project team; therefore, other HR competencies should be refined
so that those competencies can help to meet the needs of project teams to scale in addition of
focusing directly on individual or collectively on organizational needs. Participant three insisted
that HR practitioners be provided with career development opportunities to expand their
competencies to support strategic innovation such as project teams and other types of
organizational roles that develop as the DON evolves. Participant four agreed HR competence is
overall pretty high but admitted the overall understanding of the business roles of a project
manager for HR practitioners varies based on HR practitioners’ extracurricular education that is
outside of the normal scope of current HR competencies. Participant six pointed out that there
are HR practitioners that have project management skills, and then they either proactively
employ those skills, or they react by not employing those skills; notwithstanding, the more HR
practitioners know and understand PM competencies, the more likely they will be prepared to
employee those skillsets.
Project Managers Effect on the Use of HRM Tools and Techniques. Participant four
acknowledged project managers can be pretty good at allocating and employing HRM tools and
techniques, but some are better than others. Participant four also implied most project managers
are receptive to what is being communicated to them by HR, but there are others who question
the need for what they consider to be cumbersome. However, Participant four deferred to a
project manager’s personality as being a factor in their effect on the use of HRM tools and
techniques. Participant four also insisted a project manager’s experience as a project manager as
being a factor in their effect on the use of HRM tools and techniques. Participant one suggested
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in depends on the project manager as to how they would affect the use of HRM tools and
techniques. Participant one also felt that project managers can significantly affect how HRM
tools and techniques are allocated and employed because their customer feedback will ultimately
be a determining factor with respect to what resources HR can be allocated in the future.
Participant two implied often times project managers see very little reason to go to HR to
discuss their project team because in most cases project managers approach HR for support to
manage individual personnel issues. Nonetheless, Participant three insisted HR practitioners
should maximize project team capabilities; however, this is impeded because project managers
do not have a good understanding of the HR tools and techniques that are available to them;
therefore, they are going to miss out on opportunities to enable their teams to be more efficient
and effective. Moreover, Participant five implied that project managers often do not have HRM
tools and techniques at their disposal to affect their project teams by their use. Participant five
suggested that if the HRM tools and techniques are available, there are many project managers
that are not aware of them. Participant three relayed it is dependent upon the perspective of the
project manager and their specific goals, of they actively engage HR then they will get the full
attention that particular human resources office can provide; on the other hand, if they do not
engage HR, then it is a missed opportunity, which is an effect on the use of the HRM tools and
techniques afforded to them. Participant three also acknowledged that project managers level of
control is a factor in how the effect the allocation and employment of HRM tools and techniques.
Participant three expressed project managers; vested interest in a project is also a factor that
determines the effect of the use of HRM tools and techniques to support their projects.
Nevertheless, Participant six insisted there could be a lot of other outlying factors that mitigate a
project manager’s ability to effectively utilize HRM tools and techniques.
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Effective Use of HR to Manage Resources. Participant five allowed project managers
may have a general idea of the nature of HR, but there is little transparency which lends to a real
inability to use HR to manage project resources effectively. Interestingly, Participant three
pointed out that sometimes project managers find themselves in a world of trouble and their
response is to look to HR to clean up their mess even without fully understanding what the real
purpose of HR is in the first place. However, Participant five expressed there is essential little to
no communication and collaboration with HR to effectively support project teams; therefore, the
effective use of HR to manage resources is nil. Participant one acknowledged project managers
are not going to find value in a HRM tools and techniques if it takes a lengthy amount of time to
process; therefore, project managers may not use HR to manage resources effectively if those
process seem too cumbersome. Furthermore, Participant one agreed project managers do not
want to spend all their time dealing with HR, so that is a catalyst to the effectiveness of their use
of HRM tools and techniques.
Participant three obliged the need for project managers, to have a full-on view of how to
maximize their use of HRM tools and techniques because with limited resources, HR can be the
answer to a lot of project managers’ human capital management problems. Participant three
pointed out that it is very likely that project managers do not have a good view of what HRM
tools and techniques are available to them in order to be truly effective in maximizing the
potential of the human capital within their project team. Overall, Participant six agreed HR needs
to do a better job in understanding what is required to support project managers so that they can
effectively allocate and employee HRM tools and techniques in order to manage their project
resources.
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There is Minimal Teamwork between DON Project Managers and DON HR
Practitioners to Form Effective PRM Processes, Policies, and Procedures. The codes that
were commensurate with this theme were: Acquire, Control, Develop, Lack of PM Knowledge,
Manage, Project Team Satisfaction, Ineffective use of HR to Manage Projects, Integrate PM into
HR, and Project Managers Acceptance of HR. These codes were compared with the emergent
ideas derived from the findings that were ascertained while reading and listening to each
transcript. The thematical translation of these codes formed into the theme: There is minimal
teamwork between DON project managers and DON HR practitioners to form effective PRM
processes, policies, and procedures.
Acquire. Participant five suggested project managers know if project teams are not
staffed appropriately, they must proactively think about how to bring people into the
organization and that is one area where project managers should be relying more on HR
practitioners. Participant one claimed direct hiring authorities have significantly streamlined the
hiring process, which has mitigated many concerns about HR action processing speeds to acquire
human capital. Participant five recognized when requested to support the acquisition of
personnel, HR practitioners will support project managers by attending career fairs to collect
resumes to consider for direct hiring authorities, which can speed the project team member
acquisition process up significantly quicker than having to wait for a certificate of eligible
candidates that has not been prescreened and vetted by project managers to be released for
consideration. Participant three accredited PPP as being the laws, rules and regulations that are
the framework for HR practitioners to safeguard project managers and other hiring managers
during the hiring process, but sometimes PPP can make the hiring process a daunting task.
Moreover, Participant three pointed out when project managers work with HR practitioners to
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acquire employees to perform project related work, they must do their due diligence up front to
fully vet and research the people they are bringing to the team, because it is imperative to get the
right people on the team who are fully competent and confident to help to achieve project related
goals; otherwise, the completion timelines for those projects being recruited for can be impacted
due to ineffective team members.
Participant four also acknowledged project managers are always hiring people so up-front
screening is very important to project team efficiency. Participant one insisted project managers
need HR support during the process of acquiring personnel so that candidates can be efficiently
and sufficiently screened, which is a positive impact on project team members because they are
not overworked by having to pick up the slack from an employee that is not competent enough to
perform their project work. Conversely, Participant two maintained the complexity of project
managers work requires quick, efficient, and invested action processing from HR practitioners
when acquiring human capital. As well, Participant two pointed out that project managers are
often not aware of the details associated with the programs that are available to acquire personnel
for their project teams, so they often rely on internal integration to support their teams. However,
Participant six asserted project team member acquisition would be a much more efficient process
if project managers took a more proactive approach to learning what HR has to offer and by
supporting recruitment and screening efforts by personally or virtually attending the career fairs
that HR practitioners sign up for them to attend. Participant six also emphasized HR practitioners
need to do a better job understanding what is required when working to acquire project team
members by proactively engaging with project managers to see what particular skillsets are
necessary to finish a project on time and within budget.
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Control. Participant three advised project managers need to rely on HR practitioners for
support at project initiation, milestone check points and project closing. Participant two
elucidated to HR being utilized as a measure of control to manage the output of incentives and to
guide project managers through the disciplinary action process. Participant two acknowledged
having control of a project teams extends beyond a given project and into the realm of retention
by retaining project team members for other projects, and that is one area HR support is needed.
According to Participant four, there is a constant attrition problem associated with project
closure. Participant three offered it is up to project managers to utilize HR practitioner to help
guide project team members to understand the person they are and how their skillsets can be
utilized effectively in the current project as well as future projects. Participant five presented
many project managers are not aware of the tools that HR has available for them to use to control
their project teams. Participant five contended project managers rely heavily on technology in
lieu of HR practitioners to control project teams; however, if HR was integrated in this
technology, and offered transparent guidance, then it could be more effectively realized that HR
can be utilized to effectively control a project team. Both Participants one, three, and six pointed
out within most DON acquisition mission-oriented organizations project managers implement a
measure of control on their project teams with technology via a contribution and performance
manage tools (i.e., Civilian Acquisition Workforce Personnel Demonstration Project) that
organizes incentive output to be distributed based on individual contributions to the organization
and their performance. Participant four insisted project managers who do not appropriately
recognize the people on their team (i.e., positively or negatively), the current project and future
projects will be impacted, and that is a catalyst for the need to look to HR practitioners for the
SME and support.
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Develop. Participant two pointed out there is not a specific HR development program
designed for project team development. Participant five insisted when it comes to developing
project teams, HR does not have a training apparatus that is designed to support that need.
Participant six agreed that HR should do a better job at integrating PM and HR to develop more
effective HRM tools and techniques that focus on project team development. On the other hand,
Participant one explained although there are regular annual organizational training and
development requirements, project managers must proactively coordinate with HR practitioners
to discuss their development needs for their project team members. In addition to project team
members, Participant one emphasized project managers also need to commit to their own
training and development so they can learn to better serve the needs of their project team.
Participant two agreed project managers need to get in and stay involved with HR to partake in
their own development because their own development can be crucial for a successful team.
Participant three also explained looking at the gaps in project teams will help HR practitioners
design training and development plans that are tailored to specific project team needs. As well,
Participant three advocated HR needs a career development plan of their own in order to develop
the skillsets to support project teams in additional to supporting larger organizational objectives.
Lack of Project Management Knowledge. Participant one pointed out a lack of
understanding within HR about what PRM processes, policies, and procedures are and how they
are integrated with HR practices. Participant three agreed HR normally does not have a broad
depth of understanding about PM in general, so it is a complex task for HR to develop the types
of HRM tools and techniques that are able to support project managers. Participant four also
shared in a lot of cases HR does not really understand the business of PM because they are stovepiped within all facets of HR. Participant six agreed, HR does need to do a better job of
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understanding the various roles with the PM profession so they become aware of and are better
prepared to support project team needs. Participant four acknowledged adapting an approach to
understanding PRM processes, policies, and procedures is a change of mindset altogether for
HR.
Manage. Participants one, two, three, four, five, and six attuned the manage PRM
process as being synonymous to performance management. Interestingly, Participant six
mentioned project managers manage their project teams by holding regular battle rhythm
meetings and drumbeats to talk about key project milestones, which are tasks that HR
practitioners are capable of facilitating via HRM tools and techniques. Nonetheless, Participant
two offered HR does aid project managers in managing individuals via performance and
personnel management techniques (e.g., awards and discipline); however, both Participants two
and five agreed, HR does not aid project managers in managing project teams. Moreover,
Participant four pointed out it is hard to motivate individual project team members for $500 or
$600 when relying on performance management to manage project teams. Nevertheless,
Participant four shared it is also a factor of project manager competence, experience and
personality as it relates to how they use HRM tools and techniques to manage their project
teams.
Project Team Satisfaction. Participants one, two, three, four, five, and six agreed project
team member satisfaction is important. Participant one ensured unhappy project team members
are not going to perform well, which could derail a project and also result in attrition issues.
However, Participant three acknowledged there are project team members who are on a project
to unwillingly or are generally uninterested, which can result in dissatisfaction with their project
team. Participants three and four implied if projected team members become dissatisfied then the
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results can be seen in the quality of their work and the resulting deliverables; however,
Participant three acknowledged there are project team members who are on a project to
unwillingly or are generally uninterested, which can result in dissatisfaction with their project
team. Participants four, five, and six referenced frustration and the diminishment of morale
amongst project team members as being a major problem for a project, so project managers
should do their due diligence by mitigating the issue via employing HRM tools and techniques;
however, Participant three acknowledged there are project team members who are on a project to
unwillingly or are generally uninterested, which can result in dissatisfaction with their project
team.
Ineffective Use of HR to Manage Projects. Participant one maintained a project manager
who has had a bad experience with HR is going to be reluctant to seek out HR support in the
future because in their minds they feel as if though some or all HRM tools and techniques
useless, slow, or too cumbersome to rely on. According to Participant five, some DON
organizations do not even rely on HR for position management, and instead only look to HR for
support in communicating with OCHR to process hiring actions. Participant five echoed the lack
of reliance on HR by advising project managers often do not seek out HR for support in
estimating or allocating project team position requirements. Participant five insisted this shortfall
could be mitigated by closing the gap in communication with HR via incorporation of more
advanced technology.
Integrate PM and HR. Participate one submitted, other than occasionally attending a
recruitment event, project managers do not get involved with many HR related functions.
Participant six agreed project managers do not seek out HR practitioner support often enough
unless it is project team member centric; however, HR does not do a very good job either in
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proactively seeking project manager input to enhance HRM tools and techniques. Participants
three and six offered HR practitioners and project managers should both take a proactive
approach in working together to integrate functionality to better serve DON commissioned
projects.
Project Managers Acceptance of HR. Participant one posited if a project manager has a
good experience with HR then that project manager is likely to reciprocate that positive
experience with peer project managers, thus improving project managers acceptance of HR.
Participant two explained acceptance of HR increases as you go up the chain of command.
Participant two also offered broadcasting sufficient HR resources should encourage and enhance
project managers’ interaction and acceptance of HR. Participant three agreed it is important for
project managers to have a full-on view of how to maximize their use of the human resources
tools and techniques that are available to them. Participant three also acknowledged those project
managers who do accept HR is because they have a vested interest; therefore, it is imperative for
project managers to exploit the HRM tools and techniques that are available to them or risk
failing to complete their project on time and within budget. Participant four implied a lot of
project managers are reluctant to accept and follow guidance from HR practitioners because they
believe HR will slow the progress of their projects with cumbersome requirements. However,
Participant four also acknowledged when HR passes guidance that may delay a project it is
because HR is looking out for the best interest of their organization as it relates to the
management of human capital.
There are Limited Resources to Enable Productive Project Manager and HR
Practitioner Relationships. The codes that were commensurate with this theme were:
Technology, Funding is a driver, Executive Influence, Lack of HR Tools to Support PM, and HR
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Considering How to Support Project Stakeholders. These codes were compared with the
emergent ideas derived from the findings that were ascertained while reading and listening to
each transcript. The thematical translation of these codes formed into the theme: There are
limited resources to enable productive project manager and HR practitioner relationships.
Technology. Participants one and six informed that as of lately, there has been a major
shift towards automation in the HR community. Participant four referenced advancements in
technology via the use of improved automation to manage project team members’ performance.
Participant five insisted data management is central to managing a project team, so in order for
project managers to effectively incorporate HRM tools and techniques into their line of business,
they need HR to develop ways to be more transparent with their data. Furthermore, Participant
five declared employees today are adapting to technology rapidly; therefore, project teams would
benefit if HR adapted technology that enabled them to manage data more efficiently to
communicate more effectively and efficiently because junior people are young, project managers
can direct them on multiple projects. Participant five did acknowledge securing personally
identifiable information (PII) is not easy to do, but it is well worth the effort if the investment
will safeguard PII and enhance project managers’ ability to communicate with supporting
stakeholders such as HR. Moreover, Participants one, two, three, four, five, and six all agreed
advancements in information technology structure to facilitate work in a virtual environment is
essential, especially given how federal civilian employees have adapted to and excelled at
working in a mandatory telework environment during the majority of 2020 and on into 2021.
Funding is a Driver. Participant one offered HR practitioners really have to work hard to
show their value to the organization in order to secure funding for resources. Participant three
acknowledged funding dictates the availability of resources for both HR and PM, so if funding is
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not available or scarce, then HR may not be able to provide all of the resources (e.g., career fairs
and monetary awards) that a project manager needs to enable the project team. According to
Participant three, from a HR perspective, funding may dictate the rate of speed for which HR can
assist project managers build their project teams; for example, project managers may have to
wait on a certification list of eligible candidates for employment to be released by OCHR in lieu
of collecting resumes directly from candidates at a funded career fair. Participant four accredited
executive level management as being the final decision at the command level for who receives
funding. Participant five advocated and encouraged for executive level management to consider
the value of investing funds into technology advancements that will enable the unification of
project stakeholder support such as HR. However, Participant five acknowledged it may be
harder for smaller DON organizations to justify funding technology adaptation because the
return on investment may be hard for some high-level stakeholders to realize.
Executive Influence. Participant four acknowledged executive level management will
provide funding, a vision, the mission, structure, and direction for a project, so their commitment
to a project is crucial. Participant two corresponded in general executive level management are
very HR savvy when it comes to organizational human capital management. As well, Participant
five agreed executive level management is generally supportive of HR. However, Participant
three suggested sometimes executives tend to forget once they get into executive level work what
it was like when they were the specialist, especially if executives lean towards micromanaging a
team. Moreover, Participant three admitted it can be very frustrating when an executive directs
the execution of a project but does not champion the acquisition of funding to drive the project.
Conversely, Participant two implied at the highest levels of management, those executive level
managers are more advocates and communicators about the availability of resources, and less
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involved in project decision making unless it involves the initiation, milestones, or closure of a
project. Nevertheless, Participant six emphasized project teams need a champion, and it is the
responsibility of the project manager to keep an executive level manager onboard with
supporting project initiatives.
Lack of HR Tools to Support PM. Participants two, four, and five insisted it is hard to
imagine what the HRM tools and techniques would be for project managers to allocate and
employee in order to plan, estimate, acquire, develop, manage, and control a project team
effectively. Participant two felt the need for HR is focused more on supporting managers in
general rather than individuals, and even less on supporting project teams. Participant four
asserted there can be inconsistent application of HRM tools and techniques by HR if biased
towards supporting particular organization goals. Participant five stressed there are generally no
known useful HRM tools and techniques available to support and enable project teams.
Participant six agreed that HRM tools and techniques that are designed specifically for
supporting and enabling project teams are practically nonexistent within the DON.
HR Considering How to Support Stakeholders. Participant one acknowledged it is hard
to estimate project managers’ needs without their direct integration and involvement in the
process of determining the HRM tools and techniques that project managers need to enable their
project teams. Participant three pointed out that unfortunately a HR staffing specialist is typically
the default HR point of contact for a project manager, which albeit useful, a staffing specialist is
not going to be able to facilitate every aspect of project management for a project team.
Participant three also found it unfortunate that many HR practitioners do not become invested
into the projectized role they play part of as it relates to a project, and instead they view the effort
as operation only to go through the processes in order to check all the boxes without becoming
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emotionally invested into the project they support. Participant six offered HR is very effective at
sharing analytical data during stakeholder briefings, which should help project managers make
decisions about their projects and their project teams. Participant six asserted honing in on how
HR analyzes data and improving functionality from that standpoint could help to establish better
relationships with project managers; as well, the introduction of advanced technology that is
capable of projecting data transparently whilst safeguarding PII should help to improve the
effectiveness as to how project managers allocate and employ HRM tools and techniques.
Representation and Visualization of the Data
In addition to the literature reviewed depicted in Tables 1 and 2, the data in analysis were
collected during semi-structured interviews that occurred between November 23, 2020 and
January 15, 2021. As seen in Table 3, there were six interview participants from five DON
acquisition mission-oriented organizations total. Three of the interview participants were project
managers and the other three interview participant were HR practitioners, namely supervisory
human resources specialist within DON acquisition mission-oriented organization that worked
within the Washington DC, Maryland, Pennsylvania, Virginia, and West Virginia regional area.
Each project manager that participated in a semi-structured interview for this research
acknowledged managing at least one DON commissioned project from initiation to closure. Each
HR practitioner that participated in a semi-structured interview for this research acknowledged
being in their supervisory role for at least one year. The interviews consisted of five subject areas
and a supplemental inventory that contained a total of 23 interview questions. The semistructured interviews were designed to last approximately one hour; as can be seen in Table 3,
the interviews did commence and convene within an approximation of the prescribed timeline.
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Table 3
Semi-Structured Interview Participation
DON Federal
Civilian
Employee
Participant 1

DON
Organization

Participant
Profession

Interview
Date

Interview
Questions

Questions Length of
Answered Interview

1

HR

11/23/20

23

23

01:02:57

Participant 2

2

PM

12/23/20

23

23

01:00:27

Participant 3

3

HR

12/29/20

23

23

00:48:20

Participant 4

4

PM

1/5/21

23

23

00:53:46

Participant 5

2

PM

1/6/21

23

23

01:01:45

Participant 6

5

HR

1/15/21

23

23

01:15:14

Table 4
Ranked Dominant Codes Frequencies Discovered During Interview Participation

Participant 1

Participant 2
Participant 3

Frequency
Ranking 1
Lack of
Project
Management
Knowledge
Lack of HR
Tools to
Support PM
PM and
HRM
Relationship

Frequency
Ranking 2
PM and HRM
Relationship

Frequency
Ranking 3
Effective Use of
HR to Manage
Resources

Frequency
Ranking 4
Acquire

Frequency
Ranking 5
Manage

Control

Develop

Acquire

PM and HRM
Relationship

Project
Managers
Effecting the
Use of HRM
Tools and
Techniques
Control

Executive
Influence

Funding is a
Driver

PM
Commitment to
Using HRM
Tools and
Techniques

Project Team
Satisfaction

Manage

Project
Managers
Acceptance of
HR
Funding is a
Driver

Participant 4

PM and
HRM
Relationship

Participant 5

Technology

Communicatio PM and HRM
n Issues
Relationship

Participant 6

Integrate PM
into HR

HR
Competence

Communication
Issues

Ineffective Use
of HR to
Manage Projects
HR Considering
How to Support
Project
Stakeholders

PM and HRM
Relationship
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Table 5
Translation of Emergent Ideas and Dominant Codes into Discovered Themes

Theme
1

2

3

Dominant Codes among
Participants
PM and HRM Relationship,
PM Commitment to Using
HRM Tools and Techniques,
Communication Issues, HR
Competence, Project Managers
Effecting the Use of HRM
Tools and Techniques, and
Effective Use of HR to Manage
Resources
Acquire, Control, Develop,
Lack of Project Management
Knowledge, Manage, Project
Team Satisfaction, Ineffective
Use of HR to Manage Projects,
Integrate PM and HR, and
Project Managers Acceptance
of HR
Technology, Funding is a
Driver, Executive Influence,
Lack of HR Tools to Support
PM, and HR Considering How
to Support Project
Stakeholders

Reference
Frequency
49, 31, 29,
24, 24, &
23

Overall Ranking
Compared to all
Codes
1, 3, 4, 8, 9, &
10

25, 24, 23,
22, 19, 19,
17, 17, &
17

5, 6, 11, 13, 14,
16, 20, 21, & 22

36, 24, 17,
15, & 14

2, 7, 19, 25, &
28

Translated Themes
A Productive Project
Manager and HR
Practitioner Relationship
is Central to Effective
PRM Processes,
Policies, and Procedures

There is Minimal
Teamwork between
DON Project Managers
and DON HR
Practitioners to Form
Effective PRM
Processes, Policies, and
Procedures
There are Limited
Resources to Enable
Productive Project
Manager and HR
Practitioner
Relationships

Relationship of the Findings
During this analysis of the perspective of six interview participants a total of 46 findings
were discovered. A deductive analysis within NVivo resulted in a yield of 75 total codes that
were discerned via correlation to the findings. The 75 codes were refined via triangulation of the
resulting 46 initial findings from the interview participants’ perspectives. The refinement
narrowed the scope of focus onto 20 emergent ideas that were frequently referred to amongst
each of the interview participants. These 20 emergent ideas were then framed into three themes
that were based upon frequency and shared perspectives as they related to each finding. The
relationship of these findings are described in context below as they relate to the research
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questions, conceptual framework, anticipated themes, literature review, and the research
problem.
Relationship of the Findings to the Research Questions. Research questions are the
tools of research that are designed to close gaps in research (Leedy & Ormrod, 2015). To posit
research questions each question must be definitive in order to codify the validity for each
research question (Creswell & Poth, 2018). The research questions below are defined and
defended in such a way that should enable the researcher to add a valuable expanse to the
knowledge bases in both PM and HRM. More specifically, the following research questions are
posited in order to explore how DON project managers use HRM in order to plan, estimate,
acquire, develop, manage, and control project teams in acquisition mission-oriented
organizations of the DON:
RQ1: What effect does HRM tools and techniques have on the planning, estimation, acquisition,
development, management, and control of project teams within acquisition mission-oriented
organizations of the DON?
RQ2: Why do project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams?
RQ3: How do project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams?
RQ4: How is the planning, estimation, acquisition, development, management, and control of
project teams within acquisition mission-oriented organizations of the DON effected by DON
project managers’ ineffective use of HRM tools and techniques?
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Relationship to Research Question One. What effect does HRM tools and techniques
have on the planning, estimation, acquisition, development, management, and control of project
teams within acquisition mission-oriented organizations of the DON? As outlined in the PMBOK
Guide (6th ed.), developing a project team is the process of improving competencies, team
member interaction, and the overall team environment in order to improve project performance
(Project Management Institute, 2017). The PMBOK Guide (6th ed.) also points to the key benefit
of the manage human resources process, within project management, is that the process
influences team behavior, manages conflict, and resolves issues (Project Management Institute,
2017). Therefore, the first research question was intended to help to discover, through review of
the literature, various trends that relate to what effect HRM tools and techniques have on the
planning, estimation, acquisition, development, management, and control of project teams.
According to Abu-Hussein et al. (2016), HRM is inclusive to all aspects of developing and
managing a project team, so as themes were discerned through the research, interview questions
were formed in order to narrow the scope of the research platform. This research has helped to
discern the effect that HRM tools and techniques have on the planning, estimation, acquisition,
development, management, and control of project teams; in particular, as it relates to a posture
that can be oriented to acquisition mission-oriented organizations of the DON. This research
question was be answered through an analysis that was grounded on the correlation of the
researcher’s professional knowledge of PM and HR, scholarly and procedural literature, and
semi structured interviews.
A hypothesized response to research question one is grounded within the findings that
formed theme one. The researcher’s observation is reflective of HRM tools and techniques
generally having a significant effect on organizational operations; however, this is not applicable
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to this degree for project teams. Interview participants one, three, and six each expressed similar
responses that reflected there are tools and techniques available for supervisors and managers to
use, but they are not fashioned to support project teams as is prescribed in Figure 1. Participants
two, four, and five also shared similar perspectives; those being, HR is not sought out to support
project teams unless there is an individual personnel related problem or the project manager
needs to hire a new team member, but even then, the contact is minimal at best. Observation of
procedural documentation yielded no content that relates to the effects that HRM tools and
techniques have on the planning, estimation, acquisition, development, management, and control
of project teams within acquisition mission-oriented organizations of the DON (DON, 2016,
2017, 2019).
Relationship to Research Question Two. Why do project managers within acquisition
mission-oriented organizations of the DON ineffectively use HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control project teams? An et al. (2019) implied that due
to the potential impact on overhead resources, project-based organizations often tend to focus on
the formation of already competent project teams and less on the development of less competent
project teams. An et al. (2019) also suggested that in project-based organizations little attention
is paid to the planning, estimation, acquisition, development, management, and control of project
teams because of the potential to impact resources and profitability; therefore, the second
research question was posited in order to develop a thematic baseline relative to why project
managers within acquisition mission-oriented organizations of the DON may use HRM Tools
and Techniques ineffectively. The idea was for the baseline to be formed through review of
scholarly literature that is germane to the problem statement. Examination of those scholarly
works, as well as the perspectives of project managers and HR practitioners revealed trends in
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how HRM tools and techniques are ineffectively used to plan, estimate, acquire, develop,
manage, and control project teams.
A hypothesized response to research question two is grounded within the findings that
formed theme three. The researcher’s observation reflected on most occasions project managers
do not try negatively affect the allocation and employment of HRM tools and techniques to
support their project teams; however, the resources that are available to project managers impact
their ability to allocate and employee HRM tools and techniques effectively. Any negative effect
is, for the most part due to a lack of understanding by the project manager about what HRM tools
and Techniques are available to support and enable project teams. Conversely, HR has a variety
of HRM tools and techniques to support the greater organizational needs; however, HR has little
to no HRM tools and techniques that are designed with supporting and enabling project teams in
mind. Interview Participants two, four, and five each expressed similar responses that reflected
no desire to negatively affect processes on purpose for the most part; however, there are
occasions where some project managers avoid HR because of the potential delay that may result
from PM/HR interaction. Participants one, three, and six agreed there needs to be initiatives
enacted to develop integration strategies that will place HR practitioners along with project
managers to devise HRM tools and techniques that can support project managers in their efforts
to plan, estimate, acquire, develop, manage, and control project teams. Observation of procedural
documentation yielded no content that relates to the effects that why project managers within
acquisition mission-oriented organizations of the DON ineffectively use HRM tools and
techniques to plan, estimate, acquire, develop, manage, and control project teams (DON, 2016,
2017, 2019).
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Relationship to Research Question Three. How do project managers within acquisition
mission-oriented organizations of the DON ineffectively use HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control project teams? The third research question was
designed to gain an understanding of how project managers ineffectively use HRM tools and
techniques to plan, estimate, acquire, develop, manage, and control project teams. As an
example, project-based organizations can benefit by utilizing HRM to plan, estimate, acquire,
develop, manage, and control diverse project teams, but those efforts may not be initiated due to
a lack of understanding as to how diversified project teams can benefit an organization (Baker et
al., 2019). Review of scholarly literature helped to form a basis of understanding; however,
interviews with PM stakeholders also helped to narrow down a set of findings, and themes that
provide an explanation for such a posture.
A hypothesized response to research question three is grounded within the findings that
formed theme two. The researcher’s observation reflected project managers do not ineffectively
use HRM tools and techniques because HRM tools and techniques specifically designed to
support projects are not available for DON project managers; however, when needed, project
managers do use operational HRM tools and techniques effectively. In lieu of using HRM tools
and techniques to support project teams, project managers rely on HRM tools and techniques that
support organizational operational goals, which are altogether outside of the scope and design of
project related work. This reflects a lack of teamwork by both project managers and HR
practitioners. Once again, interview participants two, four, and five each expressed similar
responses that reflected no desire to negatively affect processes on purpose; however, project
managers do participate in meetings that require responses to HR related questions, and the
mindset is often HR is a project derailer. Participants one, three, and six insisted a clear
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distinction of roles should be put in place, so that HR practitioners can coordinate more
effectively with project managers; however, HR practitioners expect to be recognized as strategic
business partners and not administrative records management paper pushers. All interview
participants emphasized enhancements in technology to improve communication would
significantly benefit their abilities to communicate more effectively, which in turn should help to
integrate HR and PM in order to develop HRM tools and techniques that are designed
specifically for project teams. Observation of procedural documentation yielded no content that
relates to the effects that how project managers within acquisition mission-oriented organizations
of the DON ineffectively use HRM tools and techniques to plan, estimate, acquire, develop,
manage, and control project teams (DON, 2016, 2017, 2019).
Relationship to Research Question Four. How is the planning, estimation, acquisition,
development, management, and control of project teams within acquisition mission-oriented
organizations of the DON effected by DON project managers’ ineffective use of HRM tools and
techniques? According to Anestis and Kleopatra (2017), project managers often face difficulties
when it is required for them to assign and subsequently reassign tasks to project team members
as a project or projects progress, which is consistent with HRAP theory (Bouajaja & Dridi,
2017). Through efforts to develop project team member competencies, project managers can
manage project teams by assigning tasks as required. Therefore, it is necessary to understand
how the planning, estimation, acquisition, development, management, and control of project
teams can be affected by ineffective use of HRM tools and techniques. The fourth research
question was intended to form a thematic description of how the planning, estimation,
acquisition, development, management, and control of project teams within acquisition mission-
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oriented organizations of the DON is affected by DON project managers who ineffectively use
HRM tools and techniques.
A hypothesized response to research question four is grounded within the findings that
formed themes one, two, and three. The researcher’s observation reflected project managers do
not intentionally use HRM tools and techniques ineffectively because appropriate project
oriented HRM tools and techniques are not available for DON project managers. The effect of
not using HRM tools and techniques can be very adverse for project team members; however, if
the HRM tools and techniques they need do not exist then that in itself is a problem. Interview
Participants two, four, and five each expressed similar responses that reflected no intention of
using HRM tools and techniques ineffectively. Participants one, three, and six expressed the
level of attention a project manager applies to a project and PRM in particular depends on the
level of personal investment applied by the project manager; as well, the ability for project
managers to integrate with HR to design and develop effective HRM tools and techniques is
contingent upon the relationship between both project managers and HR practitioners and their
relative commitment to working as a team to managing project resources. As well, commitment
from executive level management and their support are essential in order for project managers to
utilize HRM tools and techniques because they are the recognized gatekeepers to the funding that
is necessary to allocate and employee resources such as HRM tools and techniques. Observation
of procedural documentation yielded no content that relates to the effects how the planning,
estimation, acquisition, development, management, and control of project teams within
acquisition mission-oriented organizations of the DON effected by DON project managers’
ineffective use of HRM tools and techniques (DON, 2016, 2017, 2019).
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Relationship of the Findings to the Conceptual Framework. The conceptual
framework helped to organize the ideas that were grounded in the knowledge retained through
the researcher’s professional experience in both PM and HR career fields. Through the lens of a
constructivist paradigm, the researcher was able to subjectively observe six semi-structured
interviews and interpret the corresponding responses both directly and inversely by correlating
personal experience as a project manager and a HR practitioner (Smith & Shaw, 2019). The
themes that stemmed from this research were developed as a result of relating the following
concepts and theory to the construct that draws the PM and HR professions together.
Relationship to the Project Management Concept. The concept of PM is relative to all
three themes that were identified with the data analysis because it is the foundation of this
research. The concept of PM reflects a known beginning and ending, which unlike normal
operational roles that HR practitioners within DON acquisition mission-oriented organizations
are accustomed (Leite et al., 2017). The project managers who participated in the research were
knowledgeable of the concept and offered meaningful interpretations of how the concept of PM
is relative to the PRM construct. The HR practitioners had some working knowledge relative to
the concept of PM; however, their lack of total understanding helped to distinguish the gaps in
their ability to work together as a team between HR practitioners and project managers as it
relates to the PRM construct.
Relationship to the Human Resources Management Concept. The concept of HRM is
also relative to all three themes that were identified with the data analysis because it is the
foundation of this research. Furthermore, Momeni and Martinsuo (2018) emphasized the critical
role HRM plays in project-based organizations especially when projects and operational
activities occur simultaneously. The HR practitioners who participated in the research were
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knowledgeable of the concept and offered meaningful interpretations of how the concept of
HRM is relative to the PRM construct. The project managers had some working knowledge
relative to the concept of HRM; however, their lack of total understanding helped to distinguish
the gaps in their ability to work together as a team between project managers and HR
practitioners as it relates to the PRM construct.
Relationship to Human Resources Allocation Problem Theory. Bouajaja and Dridi
(2017) pointed out characteristics of the stakeholders affect human resources allocation problem.
Given the lack of teamwork that is driven by stakeholder characteristics all three themes are
relative to the HRAP theory. As long as project managers and HR practitioners neglect to
collaborate ideas on how to effectively incorporate HRM tools and techniques PRM processes,
policies, and procedures; communicate efforts relative to PRM processes, policies, and
procedures; and work together cohesively, the problem grounded within this research will
continue to exist.
Relationship to Project Resources Management Construct. The PRM construct is
central to this research because it is the construct that brings the concepts of PM and HRM
together. Bouajaja and Dridi (2017) underscored the premier utility of HRM tools and techniques
as they relate to the management of PM resources. Therefore, the construct of PRM is relative to
all three themes that were discovered during the analysis of the data, as well as the anticipated
themes that helped to develop the conceptual framework, and the themes that were discerned
from the review of scholarly literature.
Relationship of the Findings to the Anticipated Themes. The anticipated themes that
were established during the development of the conceptual framework guided the acquisition of
scholarly literature that were commensurate with the purpose of this research. Each of these
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anticipated themes do reflect some form of relevance to the themes that were found prominent
within the interview data analysis. Furthermore, these themes aided in the alignment of all three
perspectives (i.e., scholarly literature, interview participation, and researcher observation) that
were applied in the data analysis.
Relationship to Anticipated Theme One. The first anticipated theme was that emerging
project teams would do well to establish best practices so that follow-on project teams can follow
by example (Ling et al., 2018; Pak et al., 2016; Shaw, 2017). Although this theme does not
directly relate to the themes that were discerned from the findings, it does imply an indirect need
for a productive relationship between project managers and HR practitioners in order to develop
best practices. In particular, this anticipated theme indirectly relates to themes one and two with
respect to establishing best practices as they relate to their ability to work together as a team
from project managers and HR practitioners to effectively allocate and employee HRM tools and
techniques.
Relationship to Anticipated Theme Two. The second anticipated theme was HRM tools
and techniques are considered viable functions of PRM that are necessary to enable project
managers to share knowledge via training and development opportunities (Nguyen &
Hadikusumo, 2017; Shaw, 2017). This theme was found to be accurate in part with respect to
HRM tools and techniques being viable; in contrast, project managers found HRM tools
particularly viable for recruiting project team members. However, during the interviews
Participants two, four, and five clarified project managers are not privy to all of the tools and
techniques HR has to offer. On the other hand, Participants one, three, and six made it clear that
project manager integration with HR is the only way to develop HRM tools and techniques that
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are effective for project managers to plan, estimate, acquire, develop, manage, and control their
project teams.
Relationship to Anticipated Theme Three. The third anticipated theme suggested the
results of this research will add value to the PM and HRM practices because there is a general
perception that although the utility of HRM tools and techniques are not fully understood, HRM
tools and techniques are advantageous to all project stakeholders in one or more forms. This
anticipated theme is applicable to all three themes that were discerned from the interview data
analysis. Moreover, all six interview participants expressed interest in this research, as well as
how the research will impact HR and PM bodies of knowledge within the DON.
Relationship of the Findings to the Literature. The scholarly literature reviewed aided
in the discovery of themes that guided the development of the data collection plan. The themes
discovered during the literature review aided in the design of the interview questions. These
interview questions aided the researcher to form themes that were substantiated in the results of
the data analysis. Each of those themes share a direct relationship with one or more of the themes
that were discovered during an inclusive review of literature that were germane to the concepts,
theory, and construct commensurate with the conceptual framework that is grounded in this
research
Relationship to Theme One from Literature Review Discovery. The first theme
consistent in this case study is that efforts to communicate effectively are catalyst to the
ineffective implementation and employment of HRM that is facilitated for project teams within
acquisition mission-oriented organizations of the DON (Aust et al., 2015; Basten & Haamann,
2018; Batistič & Kenda, 2018; Berta et al., 2015; Hu, 2019; Hung, 2017; Lin et al., 2018; Matta
et al., 2015; Scott-Young et al., 2019; Shaw, 2017; Tansley et al., 2013; Wu et al., 2018). This
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theme has a direct relation to themes one and two that were distinguished from the data analysis.
In particular, communication was one of the key codes that were translated in NVivo from the
interview transcripts that aided in the formation of theme one.
Relationship to Theme Two from Literature Review Discovery. The second theme
consistent in this case study is that a lack of project managers’ understanding of the full utility of
HRM tools and techniques and how they should be effectively allocated in order to support
project teams via PM during PRM processes (Basten & Haamann, 2018; Bouajaja & Dridi, 2017;
Hu, 2019; Jin et al., 2018; Matta et al., 2015; Scott-Young et al., 2019; Wang, 2018). This theme
has a direct relation to theme two from the data analysis. This theme also has an indirect
relationship to theme one with respect to the relationship between project managers and HR
practitioners that is necessary to reciprocate knowledge relative to the formation of HRM tools
and techniques that project managers can use to plan, estimate, acquire, develop, manage and
control the human capital resources that make up their project teams.
Relationship to Theme Three from Literature Review Discovery. The third theme
consistent in this case study is that engagement by executive level management during projects
has an effect on how project managers employee HRM tools and techniques in order to support
project teams within acquisition mission-oriented organizations of the DON (An et al., 2019;
Bouajaja & Dridi, 2017; Coelho et al., 2015; Hu, 2019; Lee et al., 2018; Matta et al., 2015; Mavi
& Standing, 2018; Medina & Medina, 2017; Shojaei & Flood, 2017). This theme has a direct
relation to theme three from the data analysis. This theme also has an indirect relationship to
themes one and two with respect to the effect of resource availability and how that availability
affects the relationship between project managers and HR practitioners that is necessary to
reciprocate knowledge relative to the formation of HRM tools and techniques that project
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managers can use to plan, estimate, acquire, develop, manage and control the human capital
resources that make up their project teams.
Relationship of the Findings to the Research Problem. The specific problem to be
addressed in this research is the ineffective use of HRM tools and techniques by project
managers within acquisition mission-oriented organizations of the DON to plan, estimate,
acquire, develop, manage, and control project teams resulting in the potential for the integrity of
the processes of a DON commissioned project to be adversely impacted. The need to explore the
perspectives of both project managers and HR practitioners within acquisition mission-oriented
organizations of the DON established a precedent to find answers to this research problem so
that the resulting input can be analyzed in order to interpret and describe the impact of their
relationship. Therefore, the research problem is found to be relative to all three themes that were
discovered during the analysis of the data, as well as the anticipated themes that helped to
develop the conceptual framework, and the themes that were discerned from the review of
scholarly literature.
Summary of the Findings
During the presentation of the findings, interview transcripts from three DON HR
practitioners and three DON project managers were analyzed. This analysis consisted of three
iterations of interpretation of more than six hours of dialogue (see Table 3) that produced layers
of results. The first layer of analysis consisted of 46 initial findings. The second layer of analysis
resulted in 75 coded themes, which were consolidated into 20 emergent ideas via analysis with
the NVivo software application. The third layer of analysis resulted in a collaboration of the 46
initial findings and the consolidated 20 emergent ideas, which resulted in three distinct themes.
The relationships of these three distinct themes were then explored by relating the themes to the
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four research questions; the concepts, theory, and construct that aided in the formation of the
conceptual framework; the three anticipated themes that were used to ascertain the concepts,
theory, and construct that have guided this research; the three themes that were discovered
during the review of scholarly literature that is relative to this research; and the central problem
that was catalyst to initiate this research.
Application to Professional Practice
The applications to professional practice are a subset of information within this research
that was written to provide a foundation for future discussions that are applicable to professional
PM and HR practices within DON acquisition mission-oriented organizations. Moreover, the
context of future discussions that are stimulated by this research will be supported by the
applicability of these findings. In specific, these findings are relative to the professional practice
of project managers allocating and employing HRM tools and techniques, via support through
integration with HR practitioners to plan, estimate, acquire, develop, manage, and control project
team human capital. Furthermore, this application to professional practice also explores how
additional research should be commissioned in order to understand other areas of HR and PM
that can be improved through implementation of policies, processes, and procedures that can
become grounded in the findings of future research. The application to professional practice will
conclude with a reflection on the process of completing this research, as well as the biblical
perspective of the researcher while conducting the research.
Improving General Business Practice
This research resulted in the identification of three areas within both PM and HR bodies
of professional knowledge that can be improved upon. Each of the areas of improvement are
centered on a theme that resulted from the findings of this research. Although each area of
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improvement is centralized on a particular theme, each improvement to the associated general
business practice is an enabler to the surrounding themes; therefore, an improvement to one of
the general business practices is an improvement via corollary effect to the other general
business practices.
Improving the Effect HRM Tools and Techniques have on PRM Processes, Policies,
and Procedures. Consistent with theme one of this research, within DON acquisition missionoriented organizations, a productive project manager and HR practitioner relationship is central
to effective PRM processes, policies, and procedures. Project managers should take a
manageable amount of their time from current PM standards and practices to reorient their focus
on learning how develop relationships with supporting stakeholders. In particular, DON project
managers need to concentrate on learning how to develop a cohesive and collaborative
relationship with supporting HR practitioners. Likewise, leadership within HRO organizations
should budget time and resources to enable HR practitioners, or teams of HR practitioners to
collaborate with project managers in order to develop HRM tools and techniques that are
conducive to the enablement of project teams and other temporary organizations. Fernández et
al. (2017) found when project managers engage with HR, the supporting HR practitioners will
encourage opportunities to build social relationships, thereby encouraging teamwork which
orients project team member focus on organizational performance outcomes. Ahmadi and
Peymanfard (2016) implied the effect of expanding social relationship networks (i.e., social
capital) will increase productivity of HR practitioners, especially when working with project
teams. Therefore, those DON acquisition mission-oriented organizations that commit to
developing their social capital by building relationships between project managers and HR
practitioners will realize the benefit of employing productive PM/HR relationships.
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Improving DON Project Managers Use of HRM Tools and Techniques to Reduce
Ineffective Allocation and Employment of those PRM Resources. Consistent with theme two
of this research, within DON acquisition mission-oriented organizations, there is minimal
teamwork between DON project managers and DON HR practitioners to form effective PRM
processes, policies, and procedures. Samimi and Sydow (2021) emphasized there has not been
significant research into how HRM tools and techniques can be used to facilitate unusual and/or
temporary organizations (e.g., project teams). Nonetheless, the minimal research that has been
conducted on this subject matter is catalyst for reason to have project managers work together
with HR practitioners to develop new ideas to form processes, policies, and procedures that will
benefit temporary organizations such as project teams. The focus of collaboration should be
central to the conceptual framework within this research (see Figure 1). DON acquisition
mission-oriented organizations should exploit the knowledge of PM competencies maintained by
project managers, and the knowledge of HRM competencies maintained by HR practitioners, in
order to develop PRM processes, policies, and procedures. These PRM processes, policies, and
procedure should enable project managers to effectively allocate and employ HRM tools and
techniques, via support from HR practitioners, to plan, estimate, acquire, develop, manage, and
control the human capital that make up various temporary project team organizations.
Improving the Use of Resources to Reduce Ineffective Allocation and Employment
HRM Tools and Techniques. Consistent with theme three of this research, within DON
acquisition mission-oriented organizations, there are limited resources to enable productive
project manager and HR practitioner relationships. Fernández et al. (2017), suggested project
managers should focus on building stakeholder cohesion by collaborating with HR practitioners
in order to display the effect of this form of relationship to internal leadership. This emphasis on
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teamwork helps to build trust in executive level management, which in turn, can create new
values for the organization by supporting knowledge acquisition and promoting result-oriented
competences, further resulting in a project manager’s enhanced ability to manage their project
teams more effectively (Fernández et al., 2017). Project managers and HR practitioners should
work together cohesively by engaging in conversations with executive level management. Their
efforts should be collaborated to gain and secure executive level management support for the
types of resources that are necessary for project managers and HR practitioners to effectively to
allocate and employ HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control the human capital that make up various temporary project team organizations. If project
managers and HR practitioners are able to effectively show executive level management the
benefit of their relationship, then those executive level managers may be inclined to champion
initiatives to procure the resources that are necessary to support PRM processes, policies, and
procedures.
Potential Application Strategies
This research resulted in the identification of three recommendations for potential
application to strategies to improve up areas within both PM and HR bodies of professional
knowledge. Each of the potential application strategies are centered on a theme that resulted
from the findings of this research. Although each potential application strategies is centralized on
a particular theme, each improvement via potential application strategy to the associated general
business practice is an enabler to the surrounding themes; therefore, an improvement via
potential application strategy to one of the general business practices is an improvement via
corollary effect to the other general business practices.
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Recommendation One. Consistent with theme one of this research, within DON
acquisition mission-oriented organizations, a project manager and HR practitioner relationship
that embraces cohesion, collaboration, communication, and an understanding of respective roles
and responsibilities (i.e., a productive relationship) is central to effective PRM processes,
policies, and procedures. DON acquisition mission-oriented organizations can improve project
manager and HR practitioner relationships by allocating individual HR practitioner positions, or
teams of HR practitioner positions to support PRM processes, policies, and procedures for
projects (i.e., contingent upon the size of the organization). Dedicating operational organization
(i.e., non-temporary organizations) HR practitioners to learn how to support temporary
organizations (i.e., organizations with a defined starting point and ending point), via HRM tools
and techniques is the first step to establishing and/or improving the relationships with project
managers. Participants two, four and five suggested HR practitioners are effective SMEs with
respect to managing operational organizations, but they are not effective in supporting project
teams. Samimi and Sydow (2021) also inferred HR practitioners are essential for organizational
leadership to employ so that internal stakeholders can be hired, developed, and retained;
however, there has been limited focus on how to involve HR practitioners in supporting
temporary organizations such as project teams. Moreover, Participants one, three, and six
acknowledged HR practitioners are the organizational SMEs that leadership relies on to support
human capital management of operational organizations; however, HR practitioners do lack the
full understanding of how to support project teams as effectively as they support their entire
operational organization. Participants one, three, and six implied a means to correct this
deficiency is for HR practitioners to learn PM skills so that they are knowledgeable when
collaborating with project managers. Furthermore, Participants one, three, and six acknowledged
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an optimal solution to aggregating this knowledge in order to support project managers is to
dedicate HR practitioner to learn about PM and to support project managers and their teams.
Recommendation Two. Consistent with theme two of this research, within DON
acquisition mission-oriented organizations, there is little to no cohesion, collaboration, and
communication between DON project managers and DON HR practitioners to work together as a
team to form effective PRM processes, policies, and procedures, as well as effective HRM tools
and techniques that are designed to support project teams. DON acquisition mission-oriented
organizations can improve project managers and HR practitioners’ relationships by
implementing team building strategies to improve their ability to work together as a team in
order to form effective PRM processes, policies, and procedures, as well as develop project team
oriented HRM tools and techniques by taking steps to integrate project managers with HR
practitioners. These steps are necessary in order to develop project manager and HR practitioner
relationships, as well as their competencies pertaining to PRM processes, policies, and
procedures. All participants in this research indicated an integration of project managers and HR
practitioners have become necessary to encourage and stimulate teamwork between project
managers and HR practitioners. Project manager and HR practitioner integration is necessary to
clarify and communicate the roles and responsibilities that are required to enable project teams to
be successful throughout the lifecycle of their respective projects. The first step to resolve
incohesive teamwork between project managers and HR practitioners is to implement the
dedicated positions referenced in recommendation one of the potential application strategies.
When HR practitioner positions are afforded time to dedicate themselves to learning the
fundamental elements of PM, they will become literate in the dialogue conveyed to them by
project managers. Nonetheless, project managers by default of being an employee within the
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given organization may have some immersion with HRM tools and techniques as they apply to
the operational organization; however, this research suggests there are areas of HR competencies
that project managers can develop through integration with the HR practitioners who have been
dedicated to learning PM fundamentals. Moreover, the integration of project managers and HR
practitioners is necessary to develop and refine the HRM tools and techniques that are needed to
plan, estimate, acquire, develop, manage, and control the human capital that make up various
temporary project team organizations that are commensurate with the needs of the DON
acquisition mission-oriented organization.
Recommendation Three. Consistent with theme three of this research, within DON
acquisition mission-oriented organizations, there are limited resources to enable productive
project manager and HR practitioner relationships. Project managers and HR practitioners within
DON acquisition mission-oriented organizations can improve their ability to attain and apportion
resources to enable project managers and HR practitioners to work together as a team by seeking
out executive level managers to champion their efforts to improve project manager and HR
practitioner relationships and their understanding of PRM processes, policies, and procedures.
All participants in this research agreed championship from executive level management is
necessary to secure the resources necessary to manage organizational projects. Any project
manager can communicate their need for resources to executive level managers, and project
manager may receive a budget of resources constrained by the limitations posed by a lack of
transparency for the general need. As an example, Participants two and five were adamant in
their justification for a need to implement modernized technology to improve communication
with project stakeholders (e.g., HR practitioners). However, without evidence to convey this
need for communication (i.e., collaboration with HR practitioners to show cause for need), the

EFFECTS OF PROJECT MANAGERS USE

164

requesting project manager could face the possibility of rejection. By implementing
recommendations one and two of these potential application strategies, project managers will
have evidence to show executive level managers how their request for resources are justified. As
an example, in the case of working together as a team to sustain relationships between project
managers and HR practitioners, justification can be in the form of showing executive level
managers how the allocation of resources to implement advanced technology will unify project
stakeholders by means of streamlined and transparent communication tools. All of the
participants in this research shared a similar view point, which inferred the adaptation of
modernized technology to improve communication between project stakeholders is certainly
necessary.
Summary of Application to Professional Practice
The application to professional practice consisted of three thematically based
observations made by the research. The first observation, which was commensurate with theme
one, there is a need to improve the effect HRM tools and techniques have on PRM processes,
policies, and procedures. The second observation, which was commensurate with theme two,
there is a need to improve DON project managers use of HRM tools and techniques to reduce
ineffective allocation and employment of those PRM resources. The third observation, which
was commensurate with theme three, there is a need to improve the acquisition and use of
resources to reduce ineffective allocation and employment of HRM tools and techniques. To
mitigate these needs, three potential applications to strategies were recommended. Each
recommendation correlated to a specific theme; however, implementation of each
recommendation will affect the each of the applications to professional business practices.
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Recommendations for Further Study
This research resulted in the identification of three recommendations for further study.
Each of the recommendations for further study are centered on a theme that resulted from the
findings of this research. Although each recommendation for further study is centralized on a
particular theme, the results from those studies can be used to support the other recommended
research studies by positing facts that are discerned through the research that has already been
conducted. Furthermore, not only will these studies add to PM and HR bodies of knowledge, the
results of these studies may also stimulate the need to conduct similarly framed research on other
aspect of project management with DON acquisition mission-oriented organizations.
Recommendation One. Consistent with theme one of this research, within DON
acquisition mission-oriented organizations, a project manager and HR practitioner relationship
that embraces cohesion, collaboration, communication, and an understanding of respective roles
and responsibilities (i.e., a productive relationship) is central to effective PRM processes,
policies, and procedures. Saldaña (2011) pointed out that grounded theory is complex and
multifaceted, and can be used in many different types of research. Therefore, it is recommended
for researchers to conduct in-depth qualitative research via grounded theory study to develop a
theory that provides a grounded explanation for the dynamics of project managers and HR
practitioners relationships by examining the perspectives of all stakeholders affected by DON
project managers and DON HR practitioners relationship of DON commissioned projects
(Creswell & Poth, 2018). The results of this research can be used to develop quantitative or
mixed methods research that can identify factors that affect project managers and HR
practitioners’ relationships.
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Recommendation Two. Consistent with theme two of this research, within DON
acquisition mission-oriented organizations, there is little to no cohesion, collaboration, and
communication between DON project managers and DON HR practitioners to work together as a
team to form effective PRM processes, policies, and procedures. Creswell and Poth (2018)
elucidated researchers are able to ascertain shared patterns of behavior within an entire culture
sharing group by conducting ethnography research. Therefore, it is recommended for researchers
to conduct an in-depth qualitative study via an ethnography research design to study PM and
HRM cultural knowledge that has been learned through behaviors that are generated within
project teams of DON acquisition mission-oriented organizations (Saldaña, 2011). The patterns
of behavior that are discovered during this research will enable researchers to determine the
behavioral traits that can help to develop PRM processes, policies, and procedures that will
integrate DON project managers and DON HR practitioners in order to develop effective HRM
tools and techniques that are necessary to plan, estimate, acquire, develop, manage, and control
the human capital that make up various types of DON acquisition mission-oriented organization
project teams.
Recommendation Three. Consistent with theme three of this research, within DON
acquisition mission-oriented organizations, there are limited resources to enable productive
project manager and HR practitioner relationships. This theme implies a need to understand what
resources are necessary to enable DON project managers and DON HR practitioners to use HRM
tools and techniques in order to plan, estimate, acquire, develop, manage, and control project
teams. Merriam and Tisdell (2016) explained qualitative research focuses on understanding
through exploration while quantitative research provides justification for findings via
measurement. Therefore, it is recommended for researchers to conduct exploratory mixed
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methods research to get a general sense of the resources that are most conducive for supporting
DON project managers and DON HR practitioners efforts to effectively allocate and employ
HRM tools and techniques, then justify those findings via quantitative analysis (Leedy &
Ormrod, 2015). The results of this research will give project managers the data they need to
collaborate with HR practitioners to acquire and implement the resources that are optimal for
supporting project teams with HRM tools and techniques.
Reflections
Reflecting on this multi-site case study upon the effects of project managers use of HRM
tools and techniques to plan, estimate, acquire, develop, manage, and control project teams
within DON acquisition mission-oriented organizations, the researcher has come to the
realization that three primary factors impact the efforts of DON project managers and DON HR
practitioners to effectively allocate and employee HRM tools and techniques; those factors are:
Project manager and HR practitioner relationships; Project managers and HR practitioners ability
to work together as a team to develop effective PRM processes, policies, and procedures; and the
acquisition and utilization of resources to enable HRM tools and techniques to support PRM
processes, policies, and procedures. The steps taken to come to this realization has effected the
researchers’ personal and professional growth. As well, this journey has added clarity to the
researcher’s Christian Worldview by clarifying the researcher’s biblical perspective as to how a
Christian Worldview impacts the general business practices of PM and HRM.
Personal and Professional Growth
In addition to making contributions to HR and PM bodies of knowledge, conducting this
research has provided the researcher an opportunity to learn about PM and HR from a variety of
lenses. These perspectives relate, but are not limited to a project manager’s lens, a senior HR
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practitioner’s lens, as well as through the lenses of a variety of stakeholders found within the
works of scholarly HR and PM subject matter experts. The experiences and perspectives that
were observed through reading about, seeing emotions in responses, and listening to these
professionals has enabled the researcher to widen the aperture of understanding as it pertains to
the needs and motivations that drive those professionals. As well, through observation, the
researcher has gained an opportunity to explore the many finite factors that influence the
behaviors of project stakeholders; in particular, those stakeholders that are affected by PRM
processes, policies, and procedures pertaining to the allocation and employment of HRM tools
and techniques to plan, estimate, acquire, develop, manage, and control the human capital that is
necessary to sustain a project team.
Prior to, and during this research, the researcher has worked in both professional
capacities as a HR practitioner and a project manager. During the time before participating in a
Master of Business Administration (MBA) degree program, the researcher had little knowledge
to decipher how project managers and HR practitioners were supposed to integrate to perform
project work, nor was there an internal inclination for the researcher to be concerned with the
relationship, or lack thereof, between the aforementioned professionals. As the researcher
participated in and completed the MBA program, the researcher developed a concrete
understanding of the technical disciplines surrounding both HR and PM professions, but a lack
of understanding for the disconnect between the two professions still existed. Moreover, at that
point in time, the researcher became encumbered in PM work as a HR practitioner; nonetheless,
the researcher was struck with a void of knowledge and understanding why there was no
concrete relationships between HR and PM professionals. Furthermore, this lack of teamwork
posed a negative effect on the researcher’s projects and deliverables. Therefore, the researcher
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was inclined to pursue education that would help to ascertain a pinpointed explanation for the
phenomena surrounding the PM and HR relationship, or lack thereof.
While participating in the Doctor of Business Administration (DBA) degree program, not
only did the researcher gain a broader understanding of the PM and HR professions, but the
researcher also learned how to apply advanced research skills and tools to the exploration of the
finite intricacies within the PM and HR professions. As the DBA progressed, as well as, the
work complexity increased within the researcher’s career field, the researcher was able to select
a topic that lacked the necessary research that could ultimately improve business processes for
many stakeholders. As the dissertation phase of this program has progressed, the researcher has
found many new problems to explore. With commitment and dedication to the purpose of future
research, the researcher now understands the steps that must be taken to explore the
environments surrounding these problems; as well, the researcher now has a grounded
understanding of the tools that are necessary to guide future research that will benefit various
bodies of knowledge within the field of business.
Biblical Perspective
In the beginning of this research a verse from the Old Testament and a verse from the
New Testament were reflected on to guide the development of the research and the researcher’s
exploration of the subject matter. In the Old Testament verse, King David declared, “Blessed is
the man who walks not in the counsel of the wicked, nor stands in the way of sinners, nor sits in
the seat of scoffers” (English Standard Version Bible, 2008, Psalm 1:1). In the New Testament
verse, Luke advised “Pay careful attention to yourselves and to all the flock, in which the Holy
Spirit has made you overseers, to care for the church of God, which he obtained with his own
blood” (English Standard Version Bible, 2008, Acts 20:28). These biblical verses aided the
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researcher in discerning the meanings of scholarly perspectives that aided in the development of
the research framework. The following biblical verses helped the researcher find meaning in the
themes that were discovered during the analysis of the findings. There are sacred scriptures from
the Old Testament verse and fulfilled prophecies from the New Testament that are integrated
with each discovered theme to affix a meaning to each theme so that the translation is
underscored with a Christian Worldview perspective.
Relationships. Consistent with theme one of this research, within DON acquisition
mission-oriented organizations, a project manager and HR practitioner relationship that embraces
cohesion, collaboration, communication, and an understanding of respective roles and
responsibilities (i.e., a productive relationship) is central to effective PRM processes, policies,
and procedures. King Solomon once proclaimed: Faithful are the wounds of a friend; profuse are
the kisses of an enemy (English Standard Version Bible, 2008, Proverbs 27:6). King Solomon
had pointed out, although at times advise or guidance from a friend, or in this case a fellow
project team member, and/or HR practitioner may not be what is sought after (e.g., could cause
issues with project time management), but the guidance is often sound and should be acted on.
As well King Solomon warned against actors who may portray themselves having solutions to
problems, but their interest often lies only with personal gain. King Solomon pointed out the
necessity for a healthy relationship and the need to be cognizant of and cautious when
interference to the relationship may occur. Paul the Apostle wisely noted: “Do nothing from
rivalry or conceit, but in humility count others more significant than yourselves” (English
Standard Version Bible, 2008, Philippians 2:3). Paul advised against seeking self-gratification
(e.g., to care less about the project team and care more about the personal gains that result from
project achievements) and instead realize the significance of others (e.g., project team members
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and HR practitioners) to build and sustain a relationship that is bounded together by the humility
of the leader (i.e., the project manager).
Teamwork. Consistent with theme two of this research, within DON acquisition
mission-oriented organizations, there is little to no cohesion, collaboration, and communication
between DON project managers and DON HR practitioners to work together as a team to form
effective PRM processes, policies, and procedures. King Solomon posited: “Two are better than
one, because they have a good reward for their toil” (English Standard Version Bible, 2008,
Ecclesiastes 4:9) King Solomon pointed to the value of working with a team. However, Paul
insisted: “For if they fall, one will lift up his fellow. But woe to him who is alone when he falls
and has not another to lift him up” (English Standard Version Bible, 2008, Ecclesiastes 4:10)!
Furthermore, King Solomon elaborated on the value of teamwork by emphasizing what should
happen if a team is working together through adversity and how adversity could impact a team if
that team does not work well together. Paul advised, “And let us consider how to stir up one
another to love and good works” (English Standard Version Bible, 2008, Hebrews 10:24). From
this guidance, Paul sought to show his followers that being a good Christian and doing good
deeds should not be done alone; therefore, people should strive to work together for a common
good (e.g., project teamwork).
Resources. Consistent with theme three of this research, within DON acquisition
mission-oriented organizations, there are limited resources to enable productive project manager
and HR practitioner relationships. King David emphasized: “The earth is the LORD’s and the
fullness thereof, the world and those who dwell therein, for he has founded it upon the seas and
established it upon the rivers” (English Standard Version Bible, 2008, Psalm 24:1-2). King
David provided comfort by acknowledging Jesus would one day come to deliver eternal
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salvation, which is the greatest resource of all. This implication alone clarifies the extent of
God’s resources, which can be provided if God finds the need necessary. Therefore, project
managers should take into consideration if resources are not provided then there is a reason, and
those project managers should consider why those resources were not meant to be used by their
project team to manage and facilitate their project. Furthermore, Paul insisted, “Do not be
anxious about anything, but in everything by prayer and supplication with thanksgiving let your
requests be made known to God” (English Standard Version Bible, 2008, Philippians 4:6). Paul
pointed to the need to seek out God when resources are needed, or thought to be needed; if the
need is indeed truly needed, then God will provide the resources that are truly needed.
Summary of Reflections
The reflections of this study comprised of realization of the factors that have stimulated
the need to explore the catalyst to the formation of the research problems. Within the reflection
the researcher elaborated on the gradual increase in desire to understand the research problems as
the researcher progressed through graduate studies. The reflection ended with contemplation on
how knowledge and guidance from the Holy Bible help to clarify how the themes that were
discovered during this research are ultimately tied to a Christian Worldview. The researcher’s
Christian Worldview emphasizes how through biblical integration project managers and HR
practitioners can understand how the ancient knowledge can aid their ability to solve the problem
by applying the guidance to the application of the recommendation business strategies and for
further study of the HR and PM professions within and external too DON acquisition missionoriented organizations.
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Summary of Section 3
In the third section of this research the application to professional practice and
implications for change were addressed. An overview of the study was provided to set the pace
for the presentation of the findings. Within the presentation of the findings the perspective of six
interview participants were analyzed, resulting in a total of 46 findings. A deductive analysis
within NVivo resulted in a yield of 75 total codes that were discerned via correlation with the
findings. The 75 codes were then refined via triangulation of the resulting perspectives from each
of the interview participants. The refinement narrowed the scope of focus into 20 emergent ideas
that were frequently referred to amongst each of the interview participants. These 20 emergent
ideas were then framed into three discovered themes based upon frequency and shared
perspectives as they related to each finding. The findings were correlated with the research
questions, conceptual framework, anticipated themes, literature review, and the research problem
to determine their relationship to the discovered themes. After the relationships were discerned,
the application to professional practice was discussed to provide recommendations for improving
general business practices, potential applications to strategy, and recommendations for further
study. Section 3 closed with a reflection on the study to include personal and professional
growth, as well as the application of the researchers’ biblical perspective relative to how
guidance from both the Old Testament and New Testament can be synthesized via adaptation of
a Christian Worldview. This synthesis of knowledge and guidance will enable project managers
and HR practitioners to develop relationships to support and enable project teams to work
together effectively with HR practitioners to gain the resources needed to ensure the project team
works efficiently to complete their project via effective PRM processes, policies, and procedures.
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Summary and Study Conclusions
In summary, this qualitative multi-site case study explored the ineffective use of HRM
tools and techniques by project managers within acquisition mission-oriented organizations of
the DON to plan, estimate, acquire, develop, manage, and control project teams resulting in the
potential for the integrity of the processes of a DON commissioned project to be adversely
impacted. The research questions addressed in this study were:
RQ1: What effect does HRM tools and techniques have on the planning, estimation, acquisition,
development, management, and control of project teams within acquisition mission-oriented
organizations of the DON?
RQ2: Why do project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams?
RQ3: How do project managers within acquisition mission-oriented organizations of the DON
ineffectively use HRM tools and techniques to plan, estimate, acquire, develop, manage, and
control project teams?
RQ4: How is the planning, estimation, acquisition, development, management, and control of
project teams within acquisition mission-oriented organizations of the DON effected by DON
project managers’ ineffective use of HRM tools and techniques?
To answer these research questions the researcher conducted a review of scholarly
literature and publicly assessable operating procedures and strategies, directly observed HR and
PM practices, and analyzed participant responses from DON project managers and HR
practitioners who participated in semi-structured interviews. The data collected during the
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aforementioned observations were analyzed under the view of a constructivist lens and a
Christian Worldview perspective.
In conclusion, the data analysis resulted in the following themes: (a) within DON
acquisition mission-oriented organizations, a productive project manager and HR practitioner
relationship is central to effective PRM processes, policies, and procedures; (b) within DON
acquisition mission-oriented organizations, there is incohesive teamwork between DON project
managers and DON HR practitioners to form effective PRM processes, policies, and procedures;
and (c) within DON acquisition mission-oriented organizations, there are limited resources to
enable productive project manager and HR practitioner relationships. Based on these findings,
the researcher recommended the following applications to business practices: (a) DON
acquisition mission-oriented organizations can improve project manager and HR practitioner
relationships by allocating individual HR practitioner positions, or teams of HR practitioner
positions to support PRM processes, policies, and procedures for projects (i.e., contingent upon
the size of the organization); (b) DON acquisition mission-oriented organizations can improve
project managers and HR practitioners’ relationships by implementing team building strategies
to improve their ability to work together as a team in order to form effective PRM processes,
policies, and procedures by taking steps to integrate project managers with HR practitioners; and
(c) project managers and HR practitioners within DON acquisition mission-oriented
organizations can improve their ability to attain and apportion resources to enable project
managers and HR practitioners to work together as a team by seeking out executive level
managers to champion their efforts to improve project manager and HR practitioner relationships
and their understanding of PRM processes, policies, and procedures. To continue adding to the
bodies of HR and PM bodies of knowledge, the researcher recommends: (a) researchers conduct
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in depth qualitative research via grounded theory study to develop a theory that provides a
grounded explanation for the dynamics of project managers and HR practitioners relationships
by examining the perspectives of all stakeholders affected by DON project managers and DON
HR practitioners relationships during DON commissioned projects (Creswell & Poth, 2018); (b)
conduct an in-depth qualitative study via ethnography research to study PM and HRM cultural
knowledge that has been learned through behaviors that are generated within project teams of
DON acquisition mission-oriented organizations (Saldaña, 2011); and (c) conduct exploratory
mixed methods research to get a general sense of the resources that are most conducive for
supporting DON project managers and DON HR practitioners efforts to effectively allocate and
employ HRM tools and techniques, then justify those findings via quantitative analysis (Leedy &
Ormrod, 2015). Therefore, project managers and HR practitioners of DON acquisition missionoriented organization can work together to effectively allocate and employ HRM tools and
techniques to plan, estimate, acquire, develop, manage, and control project teams in order to
complete projects successfully by focusing on building their professional relationships to work
together cohesively as a team, and by effectively communicating their needs for resources to
organizational executive level management.
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Appendix A: Participant Recruitment Email/Letter Template
[Insert Date]
[Recipient]
[Title]
[Organization]
Dear [Recipient],
I am a graduate student at Liberty University who is conducting research on the effects of project
managers use of human resource management tools and techniques within acquisition-mission
oriented organizations of the United States Department of the Navy (DON). My research is a part
of my requirement to complete a Doctor of Business Administration degree. The purpose of my
research is to explore how project managers, within acquisition mission-oriented organizations of
the DON, use human resource management (HRM) tools and techniques to plan, estimate,
acquire, develop, manage, and control project teams in order to complete projects.
As a [project manager, project team member, supervisory human resources specialist] of an
acquisition mission-oriented organization of the DON, I am inquiring with you to ask you if you
would be interested in participating in a semi-structured interview in support of my research.
Given the current need to social distance ourselves, the interview will be conducted through a
personal electronic device via video conferencing tool. The interview will consist of a series of
open-ended questions and will last approximately 60 minutes.
I have attached a Participant Informed Consent form to this email that provides additional
information about my research. After review of the consent form, if you are interested and
willing to participate in this research please send an email to xxxxxxxx@liberty.edu with
“Research Case Study” in the subject line. In your email, provide responses to the following
questions, then print, sign, scan and attach a signed copy of the consent form to your email.
1. Within my organization, I have/have not worked on a project team from initiation to
closure of a project.
2. Within my organization, I have/have not managed a project from initiation to closure.
3. Within my organization, I have/have not held a supervisory human resources specialist
position for at least 12 months.
I will follow up with you in a few days in case you have any questions about this research, but if
you have any immediate questions please do not hesitate to contact me via my personal cell
phone (xxx) xxx-xxxx or through my email, xxxxxxxx@liberty.edu.
Thank you for your consideration of my invitation to participate in this research.
Respectfully,
Gregory A. Bouton
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Appendix B: Participant Informed Consent Form Template
CONSENT FORM
Effects of Project Managers Use of Human Resource Management Tools and Techniques to
Plan, Estimate, Acquire, Develop, Manage, and Control Project Teams Within Acquisition
Mission-Oriented Organizations of the United States Department of the Navy
Gregory A. Bouton
Liberty University
School of Business
You are invited to participate in a research study of the effects of project managers use of human
resource management (HRM) tools and techniques to plan, estimate, acquire, develop, manage,
and control project teams within acquisition-mission oriented organizations of the United States
Department of the Navy (DON). You were selected as a possible participant because you are a[n]
[project manager, experienced project team member, supervisory human resources specialist] of
an acquisition mission-oriented organization of the DON. Please read this form and ask any
questions you may have before agreeing to be in the study.
Gregory A. Bouton, a doctoral candidate in the School of Business at Liberty University, is
conducting this study.
Background Information: The purpose of my research is to explore how project managers,
within acquisition mission-oriented organizations of the DON, use HRM tools and techniques to
plan, estimate, acquire, develop, manage, and control project teams in order to complete projects.
Procedures: If you agree with and consent to participating in this research, I ask that you
participate in an approximately 60 minute semi-structured interview in order to answer a series
of open ended questions pertaining to your experience as a[n] [project manager, experienced
project team member, supervisory human resources specialist] of an acquisition mission-oriented
organization of the DON. Given the current need to social distance ourselves, the interview will
be conducted through a personal electronic device via video conferencing tool. As a participant
in this research, you will be involved in the decision regarding the date and time the interview
will be scheduled. An interview guide will be provided to you in advance of the interview in
order to provide you with an opportunity to review the questions before the interview is
conducted. The interview will be audio recorded via audio recording devise in order to transcribe
the context of the interview. A copy of the transcription of the interview will be provided to you
so that you can review the transcript and make changes to your responses if you find necessary.
Your approval of the resulting transcription must be rendered prior to being used in the research.
Risks: The risks involved in this study are minimal, which means they are equal to the risks you
would encounter in everyday life. Such risk may be physical in the form of interview fatigue, in
which case I will offer interview participants an opportunity to take a break to rest their minds
and gather their thoughts before proceeding with the interview. A potential psychological risk
associated with this research could occur in the form of anxiety that is driven by thoughts of past
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events that spur an interview participants response. To minimize the opportunity for such a
psychological risk the interview questions have been carefully written to not spur personal
opinions that are driven by emotions. To reduce the opportunity for social risks no personally
identifiable information will be collected for analysis in this research. This strategy has been
adopted in order to ensure the integrity of all interview participants' confidentiality is maintained.
In order to avoid legal risks all interview participants will be asked not to provide any type of
classified information in their responses.
Benefits: Participants should not expect to receive a direct benefit from taking part in this study.
The benefits of this research to society include an increase in the bodies of knowledge associated
with understanding how project managers in general use HRM tools and techniques to plan,
estimate, acquire, develop, manage, and control project teams in order complete projects.
Compensation: Participants will not be compensated for participating in this study.
Confidentiality: The records of this study will be kept private. In any sort of report, I might
publish, I will not include any information that will make it possible to identify a research
subject. Only the researcher will have access to participant interview transcripts. Other research
records will be stored securely, and only the researcher, the dissertation chair, the committee, and
the administration will have access to the data. To protect interview participants, participants will
be assigned a pseudonym. I will conduct the interviews in a location where others will not easily
overhear the conversation. Data will be stored on a password locked computer and may be used
in future presentations. After three years, all electronic records will be deleted. Interviews will be
recorded and transcribed. Recordings will be stored on a password locked computer for three
years and then erased. Only the researcher will have access to these recordings.
Voluntary Nature of the Study: Participation in this study is voluntary. Your decision whether
or not to participate will not affect your current or future relations with Liberty University. If you
decide to participate, you are free not to answer any question or withdraw at any time without
affecting those relationships.
How to Withdraw from the Study: If you choose to withdraw from the study, please contact
the researcher at the email address/phone number included in the next paragraph. Should you
choose to withdraw, data collected from you will be destroyed immediately and will not be
included in this study.
Contacts and Questions: The researcher conducting this study is Gregory A. Bouton. You may
ask any questions you have now. If you have questions later, you are encouraged to contact
Gregory at (xxx) xxx-xxxx or xxxxxxxx@liberty.edu. You may also contact the researcher’s
faculty advisor, Dr. John Johnson at xxxxxxxx @liberty.edu.
If you have any questions or concerns regarding this study and would like to talk to someone
other than the researcher, you are encouraged to contact the Institutional Review Board, 1971
University Blvd, Green Hall Ste. 2845, Lynchburg, VA 24515 or email at irb@liberty.edu.
Please notify the researcher if you would like a copy of this information for your records.
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Statement of Consent: I have read and understood the above information. I have asked
questions and have received answers. I consent to participate in the study.
The researcher has my permission to audio-record me as part of my participation in this study.
______________________________________________________________________________
Signature of Participant
Date
______________________________________________________________________________
Signature of Researcher
Date
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Appendix C: Participant Interview Guide Template
Time of Interview:
Date of Interview:
Interviewer: Gregory A. Bouton
Interviewee:
Interview Type: Project Manager/Project Team Member/Supervisory Human Resource Specialist
Opening Statement: Thank you for participating in this research. Your willingness to support this
case study aids in the exploration of how project managers, within acquisition mission-oriented
organizations of the Department of the Navy (DON), use human resources management (HRM)
tools and techniques to plan, estimate, acquire, develop, manage, and control project teams in
order to complete projects. During this interview, please do not provide any responses to the
interview questions that reflect classified, confidential, or personally identifiable information that
could adversely affect the mission of you, your peers, leaders, subordinates and your DON
acquisition mission-oriented organizations or any other federal or state agency of the United
States of America.
Interview Questions:
1. Please briefly describe the key strategies project managers use to allocate and employee the
HRM tools and techniques that enable project teams to complete project work within your
organization.
a. How are human resources (HR) practitioners employed by project managers to
allocate the HRM tools and techniques that enable project resources management
(PRM) functions?
b. How are HR practitioners employed by project managers to estimate the HRM tools
and techniques that are needed to support PRM functions?
c. How are HR practitioners employed by project managers to acquire the human capital
that is necessary to sustain project teams?
d. How are project teams developed via HRM tools and techniques?
e. How are project teams managed via HRM tools and techniques?
f. How are project teams controlled via HRM tools and techniques?
2. Describe the observed level of competence displayed by each of the following stakeholders to
allocate and employ the HRM tools and techniques that facilitate PRM processes at your
organization.
a.
b.
c.
d.

Project team member?
Project manager?
HR Practitioner?
Executive level management?
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3. Describe the level of effectiveness regarding how and why HRM tools and techniques are
allocated and employed by project managers via HR practitioners during PRM processes to
support project teams within your organization.
a. How effective are project managers at allocating and employing HRM tools and
techniques during PRM processes to support project teams?
b. How do project managers affect the allocation and employment of HRM tools and
techniques during PRM processes?
c. Why do project managers affect the allocation and employment of HRM tools and
techniques during PRM processes?
d. How do project managers’ level of effectiveness in allocating and employing HRM
tools and techniques contribute to PRM process related problems?
e. Why do project managers choose to allocate and employee HRM tools and techniques
at a particular level of effectiveness during PRM processes?
4. Describe the impact caused by ineffective allocation and employment of HRM tools and
techniques within your organization?
a. On project completion rates?
b. On project team member satisfaction rates?
c. On project manager and HR practitioner cohesion?
5. Describe how the level of commitment from each of the following stakeholders influence the
allocation and employment of HRM tools and techniques that facilitate PRM processes at your
organization.
a.
b.
c.
d.

Project team member?
Project manager?
HR Practitioner?
Executive level management?

6. Is there anything else that you would like to add?
Closing Statement: Thank you again for participating in this research. Please rest assured that
your responses to the aforementioned research questions will remain confidential. After the
interview is transcribed, I will provide you with a copy of your interview transcript for your
review and approval to use in this research.

